The impact of a spiritual leadership program based on spiritual disciplines on leadership competencies by Kow, Shih-Minh
 
THE IMPACT OF A SPIRITUAL LEADERSHIP PROGRAM BASED ON
SPIRITUAL DISCIPLINES ON LEADERSHIP COMPETENCIES
A Dissertation
Presented to the Faculty of
Asbury Theological Seminary
In Partial Fulfillment
Of the requirements for the Degree
Doctor ofMinistry
by
Shih-Ming Kow
May 2008
�2008
Shih-Ming Kow
ALL RIGHTS RESERVED
DISSERTATION APPROVAL
This is to certify that the dissertation entitled
THE IMPACT OF A SPIRITUAL LEADERSHIP PROGRAM BASED ON
SPIRITUAL DISCIPLINES ON LEADERSHIP COMPETENCIES
presented by
Shih-Ming Kow
has been accepted towards fulfillment
of the requirements for the
DOCTOR OF MINISTRY degree at
Asbury Theological Seminary
May L2008
Date
May 1. 2008
Date
May 1. 2008
Date
May 1 . 2008
Dean, Doctor ofMinistry Program Date
ABSTRACT
THE IMPACT OF A SPIRITUAL LEADERSHIP PROGRAM BASED ON
SPIRITUAL DISCIPLINES ON LEADERSHIP COMPETENCIES
by
Shih-Ming Kow
Spiritual leadership is needed in the world today. Unfortunately, I only found
inadequate integration of the disciplines of spirituality and leadership in current literature.
Hence, this study contributed to bringing these two important fields together for
leadership development.
Sixteen members-on-trial of the Trinity Annual Conference of The Methodist
Church in Singapore participated in a six-session spiritual leadership program based on
the spiritual disciplines. Researcher-designed questionnaires administered to the
participants and participants' selected respondents helped evaluate the efficacy of using
spiritual disciplines to develop the leadership competencies of vision discernment,
communication, team ministry, empowerment, and conflict leadership.
The study suggested that the growth of the leader's spirituality was an integral
part of developing the competence of the leader. The practice of the spiritual disciplines
of meditation, silence, solitude, prayer, and self-examination raised the level of the
participants' leadership competence. The findings provided a positive impetus for further
study into the symbiotic relationship of the spiritual disciplines and leadership
competencies.
TABLE OF CONTENTS
Page
LIST OF TABLES viii
LIST OF FIGURES ix
ACKNOWLEDGMENTS x
CHAPTER 1 PROBLEM 1
Introduction 1
Spiritual Leadership Today 2
Personal Journey 6
The Purpose 6
Research Questions 7
Definition of Terms 7
The Project 9
The Context 9
Methodology 1 1
Subjects 12
Variables 12
Instrumentation and Data Collection 13
Delimitations and Generalizability 13
Theological Foundations: Spiritual Leadership According to Paul 13
The Cah to Spiritual Leadership 15
Leadership in the Spirit 17
Cruciform Leadership 19
iii
The Character of a Spiritual Leader 22
The Competence of a Spiritual Leader 25
The Community of a Spiritual Leader 29
Concluding Remarks 31
Overview of the Study 31
CHAPTER 2 LITERATURE 32
Leadership Competencies and Spiritual Disciphnes 32
Vision 34
Meditation 37
Communication 40
Silence 43
Team Ministry 46
Solitude 51
Empowerment 56
Prayer 62
Conflict Leadership 66
Self-Examination 70
Concluding Remarks 76
Conclusion 77
CHAPTER 3 METHODOLOGY 78
The Purpose 78
Research Questions 78
Research Question 1 78
iv
Research Question 2 79
Research Question 3 79
Participants 80
Instruments 82
Spiritual Disciplines Questionnaire 82
Leadership Competencies Questionnaire... 84
Questionnaires Pretest 84
Data Collection 85
Participants 85
Participants' Selected Respondents 86
Data Analysis 88
Ethics 89
CHAPTER 4 FINDINGS 90
Profile of Participants 90
The Impact on the Spiritual Disciphnes 91
Meditation 95
Silence 97
Solitude 99
Prayer 101
Self-Examination 102
Once a Week for Fifteen to Thirty Minutes 104
Systematic Approach 105
Life Change 105
V
Overall Impact 105
The Impact on the Leadership Competencies 106
Vision 107
Communication 109
Team Ministry 112
Empowerment 113
Conflict Leadership 116
Overall Impact 118
The Aspects That Had the Greatest Impact 119
Summary 123
CHAPTER 5 CONCLUSIONS 125
Observations 125
The Impact on the Spiritual Disciphnes 126
The Impact on the Leadership Competencies 129
The Impact of a Six-Month Program 133
Practicing More Spiritual Disciplines 134
Increased Attentiveness to God and People 136
Systematic Approach to the Spiritual Disciplines 136
Limited Time to Practice the Spiritual Disciplines 136
Implications 138
Unexpected Observations 139
Limitations 140
Recommendations 143
vi
Postscript 144
APPENDIXES 146
A. The Spiritual Leadership Program Outlines 146
B. Pre-Program Spiritual Disciplines Questionnaire 155
C. Post-Program Spiritual Disciplines Questionnaire 160
D. Pre-Program Leadership Competencies Questionnaire 165
E. Post-Program Leadership Competencies Questionnaire 168
F. Pre-Program Cover Letter to Participants 172
G. Reference Letter to Participants 173
H. Post-Program Cover Letter to Participants 174
I. Pre-Program Cover Letter to Participants' Selected Respondents 175
J. Reference Letter to Participants' Selected Respondents 176
K. Post-Program Cover Letter to Participants' Selected Respondents 177
WORKS CITED 178
WORKS CONSULTED 188
vii
LIST OF TABLES
Page
L L Character Traits of a Spiritual Leader 24
4.1. Comparison of Participants' Frequency in Practicing the Spiritual Disciphnes 92
4.2. Comparison of Participants' Duration in Practicing the Spiritual Disciplines 93
4.3. Comparison in the Practice and Understanding of the Examination
of Consciousness 103
4.4. Comparison in the Practice and Understanding of the Examination
of Conscience 104
4.5. Categories of the Participants' Post-Program Responses as to How They Have
Grown in Their Practice of the Spiritual Disciplines (Question 16) 106
4.6. Selected Respondents' Perception of the Participants' Vision 108
4.7. Selected Respondents' Perception of the Participants' Communication 1 10
4.8. Selected Respondents' Perception of the Participants' Team Ministry 1 13
4.9. Selected Respondents' Perception of the Participants' Empowerment 114
4.10. Selected Respondents' Perception of the Participants' Conflict Leadership. 117
4.1 1. Categories of the Participants' Post-Program Responses as to How They Have
Grown in Leadership Competence (Question 17) 1 19
4.12. Changes in the Spiritual Disciphnes and
Corresponding Leadership Competence 120
4. 13. Categories of the Participants' Post-Program Responses as to How the Program
Contributed to Their Growth in Leadership (Question 18) 121
viii
LIST OF FIGURES
Page
4. 1 . Comparison of frequency in practicing meditation 95
4.2. Comparison of duration in practicing meditation 96
4.3. Comparison of frequency in practicing silence 98
4.4. Comparison of duration in practicing silence 98
4.5. Comparison of frequency in practicing solitude 99
4.6. Comparison of duration in practicing solitude 100
4.7. Comparison of duration in practicing prayer 101
4.8. Comparison of frequency in practicing self-examination 102
4.9. Comparison of selected respondents' perception of the participants'
competence in vision 107
4.10. Comparison of selected respondents' perception of the participants'
competence in communication 110
4.1 1. Comparison of selected respondents' perception of the participants'
competence in team ministry 113
4.12. Comparison of selected respondents' perception of the participants'
competence in empou'erment 115
4.13. Comparison of selected respondents' perception of the participants'
competence in conflict leadership 118
ix
ACKNOWLEDGMENTS
Dedicated to my dearest wife and princesses: Soh-Wai, Simone, and Samantha
This dissertation is a miracle and a gift from God the Father whose love brought it
into being, God the Son whose grace carried me through it, and God the Spirit whose
power sustained me to the finish line.
The Triune God also gave me the gift of his people to make the journey richer,
fuller, and deeper. I am thankful to God for
� My family who sacrificed much; the many weeks I was at Asbury meant
precious family moments lost and greater demands on my wife Soh-Wai, and my
daughters, Simone and Samantha;
� The Beeson International Leaders Class of 2004; your friendship made the
journey sweeter;
� Dale Walker, Steve Ybarrola, Stacy Minger, and Garwood Anderson who
walked with me through the proposal and defense hearings;
� The Members-on-Trial of 2007 who participated in the learning project;
� My Research Reflection Team who traveled in this growing journey with
me;
� My church and staff family of Faith Methodist Church who encouraged
and prayed with me, especially Behnda Chan who compiled the data, and Moh-Ying
Wong for helping to obtain the resources I needed when I needed them;
� Isaac Lim, Al Vomsteeg, and Chuck Shackleton who put me on the road
to the Beeson International Leaders Program at Asbury;
� David and Ruth Rambo who cultivated an environment of grace for me in
which to flourish; Randy Jessen who carried on where they left off;
� Rebecca Barnes and Amy Jennings who eased my years in Wilmore with
their servant hearts; and,
� All my professors who cultivated my mind and nurtured my soul; the
impetus of the dissertation comes, in part, from your inspiration of coinherence of
spirituality and academic discipline.
Soli Deo Gloria!
xi
Kow 1
CHAPTER 1
PROBLEM
Introduction
In the last decade, leadership literature proliferated throughout the Church
community. On almost every continent, pastors and lay leaders flock to conferences to
learn the best practices of church leadership. The pubhcation rate of books and articles
bewildered even the most avid students of leadership. At the same time, "spiritual
formation has become one of the major movements of the late twentieth century"
(Mulholland, Invitation 11). Since the pubhcation of Richard J. Foster's book
Celebration ofDiscipline, the Protestant community has moved steadily towards the
recovery of the rich heritage of Christian spirituahty in the life of the church.
Even with the ascendancy of these two arenas in church life, few writers have
integrated both aspects together in the development of leaders. Leadership literature
discusses and sometimes emphasizes the spirituality of a leader. Spirituality literature
calls to leaders to return to spirituahty. Both leadership and spirituality were obviously
connected, but an assumption existed that "the two arenas don't always mix well" and
.thus could not be integrated as one discipline (Nelson 53).
One way in which the church dealt with the dichotomy was by relegating
leadership practices to the corporate community outside the church. Another way the
church dealt with the problem was to make a distinction between leadership
competencies in the corporate community and in the church (DeMaere). Neither of these
escapist solutions adequately acknowledges that leadership is a gift from God and that
this gift is to be used in both the church and the corporate community to advance the
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kingdom of God on earth.
The dichotomous treatment of spirituahty and leadership had also crept into the
life and ministry of my fellow pastors. Pastors began advocating the importance of a
deepening spiritual life to the apparent exclusion of the need for competence in
leadership. At other times, the pastors were promoting leadership development to the
exclusion of a growing spirituality. A clear division existed between deep spirituality and
high competence in leadership.
Spiritual Leadership Today
Robert J. Banks and Bernice M. Ledbetter in their book Reviewing Leadership: A
Christian Evaluation ofCurrent Approaches reviewed traditional models of leadership
and the development of an understanding of leadership. They concluded that the
spirituality of the leader has a direct relationship with the tasks accomplished by the
leader. The person of the leader is hke the innermost circle of a series of concentric
circles. Whatever takes place within the inner circle will touch the outer circles around it
(54-55). Spiritual leadership takes place when the elements of spirituality and leadership
come together to maximize leading. Such spiritual leadership is what is needed in today's
dynamic world (Nelson 20-21). Until recently people had little interest in the spiritual
dimension of leadership (Banks and Ledbetter 57). Spiritual leadership as a field of
research is in the early stage of development, hence the inadequate literature on the
symbiotic relationship of spirituality and leadership (Fry 708).
Banks and Ledbetter point to the English management specialist and ethicist
Stephen Pattison, who argues that leadership and its practices are replete with spiritual
echoes (58-60). Others who explore spirituality and leadership include Lee G. Bolman
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and Terence E. Deal. Nevertheless, the definitions of spirituality for these writers were
not from a distinctly Christian framework.
Patricia D. Brown draws distinctly from the framework of Christian faith. She
argues that the cultivation of one's spiritual center is central to spiritual leadership.
Though Brown's framework is Christian, Banks and Ledbetter rightly point out that her
understanding of spirituality "fails to draw on the fuU range of biblical and theological
resources that are available" (72).
One would expect a book based on the ideal spiritual leader, Jesus, to define what
spiritual leadership is. Laura Beth Jones distinguishes the Omega Management Style of
Jesus' leadership from the authoritative Alpha and the cooperative Beta Management
Styles. Jones' concluding remarks are highly revealing for a book that purports to focus
on Jesus. Of the sixty-one affirmations, only eight of them contain a reference to God and
three to a Higher Power. Moreover, Jones' focus on strengths to the exclusion of
weakness and success to the exclusion of failure does not give adequate attention to
Jesus' cruciform leadership style.
A book written in 1992 by Hudson Amerding interestingly gives three chapters to
the shaping of a leader (105-39). On examination of the chapters, I found a study of the
life of Moses and how the different acts of leadership by Moses yielded lessons for his
life. The book does not mention spiritual disciplines at all in the shaping of Moses' life.
Even earlier, a book by Judson Cornwall in 1980 has a whole section on the preparation
of God's leaders (67-109). Cornwall does not deceive his readers as the section was on
how God prepared his leaders. He does not discuss the part the leader plays in this
preparation process.
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One would expect the situation to be different in more current literature. A search
through a library or a bookstore would quickly reveal a burgeoning number of leadership
books today. A growing interest in spirituality and hence a corresponding increase in the
number of books on spirituality would also be noted. Nevertheless, very few spirituality
books discuss leadership, much less the relationship between spirituality and leadership.
Even an authority on spiritual formation, Donald S. Whitney, implies that spiritual
formation is in contradiction with growing a church, which would require leadership
skills. Leadership books advocating the importance of spirituality to leadership (Blackaby
and Blackaby; Hybels) are available. Nevertheless, as noted by Timo Olavi Karvonen,
few books unite spirituality and leadership together to provide a model for leadership
development (25). Hence, Fritz Mutti advocates for more research to connect spirituality
and leadership development (11). DeSilva Ramjit calls the lack of connection of spiritual
formation to leadership development the missing ingredient of leadership training (50).
Thankfully, some literature exploring the intersection of spirituality and leadership is
available, such as Alan E. Nelson's Spirituality and Leadership, Timothy C. Geoffrion's
The Spirit-Led Leader, Henri J. M. Nouwen's In the Name ofJesus, and Reggie
McNeal'sA Work ofHeart. Researchers are conducting more studies on the relationship
between spirituality and leadership. Studies like that by Roy W. Howard who found that
the path to resolving conflict includes practicing the classical disciplines hints at the
relationship between spiritual disciplines and leadership competencies. Edward R.
Glaize's study on the use ofmeditation and silence to develop a mission statement and
long-range plan for the church was a step towards the integration of spirituahty and
leadership. The study by Lewis J. Hiserote found that spiritual disciplines are essential
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for Christian visionary leadership.
A cursory examination of the current literature on business leadership highlights
the urgency for Christians to integrate spirituality and leadership. Christine Leigh-Taylor
drew attention to Andre L Delbecq's sell-out seminars on spirituality for organizational
leadership. Leigh-Taylor quoted Delbecq as saying that "the intersection of spirituality
with business leadership is currently the most published new topic in business school
literature" (20). Delbecq's declaration is evidenced by writings such as Spirituality and
Ethics in Management edited by Laszlo Zsolnai and pubhshed in 2004. Peter Pruzan, in
the first chapter of this book, acknowledges that "spirituality-based leadership" has yet to
be widely accepted in Western business environment. At the same time, Pruzan
recognizes the rapid development of spirituality-based leadership (21 ). Louis W. Fry
concurs by observing that organizations as diverse as fast food chains and law firms are
embracing what had been in the domain of religious institutions (702). Though the
understanding of spirituality of business writers might differ from the perspective of the
Christian church, the business community must be applauded for recognizing the
connection between leadership and spirituality. As Christians who often claim to have a
good grasp of spirituality, the imperative to research and provide an integrated
understanding of spiritual leadership is vital and necessary.
This study would add to the limited literature that integrates spiritual formation
and leadership development into a symbiotic discipline. Moreover, the integration of
spirituality and leadership will address the often-bandied lament that pastors today have
omitted attention to spiritual formation for running the church (W. Miller 46).
Specifically, this study examined the relationship of the practice of the spiritual
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disciplines and the leadership competencies of pastors.
Personal Journey
My personal experience also fueled this attempt to integrate spiritual formation
and leadership development. My experience in the Beeson hiternational Leaders Program
provided the impetus for this study. During my residency at the Asbury Theological
Seminary campus as part of the program, I experienced intellectual stimulation from the
professors and other learning opportunities. More significantly, I experienced a
deepening of my soul in Christ from the spiritual direction of the professors and other
spiritual practices. The spiritual formation that took place in my life changed me on the
inside. At the same time, I found my leadership competence heightened. My staff and lay
leaders commented on the changes in my spirituality and my abilities as a leader. This
experience aroused my curiosity to explore the bridging of spiritual formation and
leadership development.
The Purpose
This study did not seek to investigate the causes of the divide between spirituality
and leadership development. This study sought to bridge this divide by assessing the
efficacy of the use of spiritual disciplines to develop leadership competencies in pastors.
Therefore, the purpose of this study was to evaluate the impact of an in-ministry spiritual
leadership program based on spiritual disciplines on the leadership competencies of the
members-on-trial of the Trinity Annual Conference of The Methodist Church in
Singapore.
Members-on-trial are pastors with at least a basic theological degree who are on
probation as to their character, preaching, and competency. Until their ordination as
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elders in the Annual Conference, all members-on-trial undergo continuing education with
a training supervisor, a supervisory pastor, and their pastor-in-charge.
Research Questions
1 . What was the impact of the spiritual leadership program on the spiritual
disciplines of the members-on-trial?
2. What was the impact of the spiritual leadership program on the leadership
competencies of the members-on-trial?
3. What aspects of the spiritual leadership program had the greatest impact on the
spiritual disciplines and leadership competencies of the members-on-trial?
Definition of Terms
The definitions of the principal terms in this study are as follows:
Spiritual leadership occurs when Christ-centered people exercise their God-given
ability to influence others to accomplish the purpose for which God has called them
(Nelson 20; Sanders 32-33). Spiritual leadership is more than simply having leaders live
Spirit-filled and Spirit-empowered lives. Ruth Haley Barton adds that "[s]piritual
leadership flows from the leader seeking after God through spiritual disciplines" ("Is My
.Leadership" 75). Spiritual leadership is about the coming together of spirituality and
leadership in such a way "that spirituality maximizes leading in ways that nothing else
can" (Nelson 21). Spiritual leadership is about the interaction of spirituality and
leadership such that the person's leadership is enhanced.
The spiritual leadership program is a researcher-designed program that used
spiritual disciplines to develop leadership competencies in its participants. The program
was an in-ministry program meaning the participants were pastors who were actively
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engaged in ministry.
Spiritual formation is the growth of the whole person in relation with a
transcendent being (Thiessen 59). In specific Christian categories, spiritual formation is
"a process of being conformed to the image of Christ for the sake of others" by the Holy
Spirit (Mulholland, Invitation 12). This definition recognized that spiritual formation is
not a punctiliar event but a stream of continuous events that transforms a person to the
likeness of Christ. The transformation is not merely for personal gain; the transformation
occurs so that the world might encounter Christ in the one transformed. The definition
also recognized that the work of transformation is the work of the Holy Spirit (Willard,
Spiritual Formation 255-56).
Spiritual disciplines are practices that lead to spiritual formation. Foster even
declares that if one does not practice the spiritual disciplines, no spiritual formation
occurs ("A Pastoral Letter"). DaUas Willard defines a discipline as "an activity within our
power�something we can do�which brings us to a point where we can do what we at
present cannot do by direct effort" ("Spiritual Disciplines" 106). Though the aim of the
spiritual disciplines is the transformation of the whole person from the inside, the
spiritual disciplines do not in themselves transform any person. The spiritual disciplines
prepare a person for God to bring about the process of spiritual formation. Vange Willms
Thiessen proposes "cocreation" as a metaphor for spiritual formation (62). The spiritual
disciplines are what leaders do in creating the space in their lives where God transforms
them into the likeness of Christ (Nouwen, "Moving" 81).
Leadership competencies are the essential skills required of a leader to influence
others to accomplish the purpose for which God has called them. Some of these
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competencies are discerning a vision, communication, team building, and empowerment.
Members-on-trial are pastors who are on probation as to their character,
preaching, and competency. Persons who are admitted as members-on-trial have at least a
basic theological degree and are usually appointed as assistant pastors of a local church.
Though all members-on-trial of the Trinity Annual Conference have completed their
seminary education, they undergo further in-ministry training until they are ordained as
elders of the Annual Conference.
The Project
The project consisted of six researcher-designed spiritual leadership sessions
conducted over a period of six months. The members-on-trial of the Trinity Annual
Conference of The Methodist Church in Singapore participated in the spiritual leadership
sessions.
The sessions used the spiritual disciplines of meditation, silence, sohtude, prayer,
and self-examination to enhance the leadership competencies of the members-on-trial
(see Appendix A). The duration of each session was about three hours.
The first part of the session gave an introduction to the leadership competency for
that session. The leadership competency was then linked to the corresponding spiritual
discipline. The final part of the session discussed and practiced the spiritual discipline.
The members-on-trial also had time to plan for the implementation of the spiritual
discipline in their lives. Each session had a half-hour break at an appropriate juncture.
The Context
The Methodist Church in Singapore derives its beginnings from a missionary
initiative of the South hidia Conference led by Dr. James Thoburn in 1885. The
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Methodist Mission in Singapore and Malaya expanded and matured�first becoming a
Conference, then Conferences spanning Southeast Asia, and finally establishing the
South-East Asian Central Conference in 1950. The Malaysian and Singapore components
of the South-East Asian Central Conference became autonomous in 1968 to form the
Singapore-Malaysia Annual Conference. In 1976, the Singapore-Malaysia Annual
Conference repeated the process when the Conference separated into The Methodist
Church in Singapore and The Methodist Church in Malaysia (Lau).
The Methodist Church in Singapore was restructured along linguistic lines into
three Annual Conferences, namely, the Chinese Annual Conference, the Emmanuel
Tamil Annual Conference, and the Trinity (English-speaking) Annual Conference.
Today, the Annual Conferences are made up of forty-three churches with more than
33,000 members (Lau).
The Trinity Annual Conference (TRAC) is made up of twenty churches with a
membership of over twenty thousand {Official Journal 2005). hi 2005, the average
membership of the churches in the TRAC was 1,164. According to Lyle E. Schaller, a
church of that size would be a very large church (28). Schaller also points out that pastors
of these large churches must necessarily have competent leadership if the church is to
grow (177).
In Singapore, the scarcity and prohibitive cost of land demand that churches
maximize the utilization of their facilities. One result of this maximized utilization would
be the increasing size of the churches. The increasing church size would require the
pastors of the Trinity Annual Conference to be competent in leadership if the churches
are to be healthy and effective.
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Persons who are admitted as members-on-trial and appointed as assistant pastors
in the Trinity Annual Conference must have at least a basic theological degree. Most of
the pastors admitted in the last decade were graduates of Trinity Theological College in
Singapore. An examination of the current curriculum of Trinity Theological College
revealed that the college offered one course on spiritual formation and one course on
church management. The college did not offer any courses on spiritual leadership (Trinity
Theological College).
Until they are ordained as elders in the Annual Conference, all members-on-trial
undergo additional instruction with a training supervisor. The objective of the additional
training is to equip the members-on-trial with the necessary competencies to be effective
pastors in their local churches. One necessary set of skills is leadership skills. The
pastors-in-charge who oversee the members-on-trial in the local church also give them
on-the-job training. The Annual Conference president also assigns pastors to supervise
the members-on-trial (TRAC Board ofMinistry).
I am presently the training supervisor of the members-on-trial. Since taking on
this responsibility in 2005, 1 have experimented with different approaches and curricula
to enhance the training of the members-on-trial as they face the challenges before them.
This study introduced a critical component in the development of these members-on-trial
because spiritual leadership is so vital to the hfe and ministry of growing churches.
Methodology
The puipose of this study was to evaluate the impact of an in-ministry spiritual
leadership program on the leadership competencies of the members-on-trial of the Trinity
Annual Conference of The Methodist Church in Singapore. This research is an evaluative
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study that utilizes a pre- and posttest design with no comparison group.
Subjects
The subjects of this study were the members-on-trial of the Trinity Annual
Conference of The Methodist Church in Singapore in 2007.
The observable characteristics of these subjects were as follows:
� All were serving as assistant pastors in local churches in the Trinity
Annual Conference of The Methodist Church in Singapore;
� All had a theological degree and are graduates of Trinity Theological
College in Singapore;
� The subjects were made up of four (25 percent) first career and twelve (75
percent) second career men and women in Christian ministry;
� The average age of the subjects was 41 (age spread 27-53); and,
� Of the sixteen subjects, thirteen of the participants (81 percent) are male
and three of the participants (19 percent) are female.
Variables
The independent variable of this study was the spiritual leadership program. The
program consists of six spiritual leadership sessions over a period of six months. Each of
these sessions used the disciplines of spiritual formation. The goal of these sessions was
to develop one or more leadership competencies in the participants.
The dependent variables of this study were the practice of the spiritual disciplines
by the participants and their levels of leadership competency.
Intervening variables that might influence or help to explain the outcomes
included ministry and family demands experienced by the participants, absence from one
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or more spiritual leadership sessions, and physical well-being' during the sessions.
Instrumentation and Data Collection
I used researcher-designed questionnaires to measure the practice of spiritual
disciplines and leadership competencies of the participants before and after the six
sessions of the spiritual leadership program.
The participants in the program completed one set of questionnaires (see
Appendixes B and C). The participants' selected respondents completed another set of
questionnaires (see Appendixes D and E). The selected respondents were people chosen
by the participants to help evaluate the leadership competencies of the participants.
The participants and selected respondents returned the completed questionnaires
in the self-addressed envelopes provided to maintain the confidentiality of the
participants and the selected respondents.
Delimitations and Generalizability
I conducted this study with the members-on-trial of the Trinity Annual
Conference of The Methodist Church in Singapore. The project is, therefore, limited, and
the findings are generalized to pastors who recently started out in ministry and served in
English-speaking congregations in an urban city. This study added to the limited
literature that integrated spirituality and leadership development into a symbiotic
discipline.
Theological Foundations: Spiritual Leadership According to Paul
The theology of spiritual leadership according to Paul grounds this study. One
reason I chose Paul for this study is his influence, especially through his missionary
journeys, in the time of the early Church. His influence continues beyond the early
Kow 14
Church to the world today. If leadership is defined as influence, then Paul was the most
significant leader in the early Church. A second but primary reason I chose Paul for this
study is that more canonical information about Paul is available compared to any other
Christian leader in the Bible.'
A study of Paul uncovers many quahties that would today disqualify him from
leadership responsibilities (Dodd 17-19). Paul reports that his critics dismiss him saying,
"his letters are weighty and forceful, but in person he is unimpressive and his speaking
amounts to nothing" (2 Cor. 10:10, NIV). He had a physical infirmity that might have
been repulsive to others (Gal. 4: 14). Paul was neither politically correct nor diplomatic,
not even when confronting one of the apostles. For example, Galatians tells of Peter who
withdrew from eating with the Gentiles for fear of incurring the censure of the Judaizers.
Peter's action incensed Paul to bluntly oppose Peter (Gal. 2: 1 1-14). Paul was imprisoned
multiple times and riots seemed to follow Paul everywhere he went (2 Tim. 1:8; Acts
16:16-23; 19:23-30; 21:27-36). He approved of the taking of Stephen's life (Acts 8:1). By
his own admission, he "was once a blasphemer and a persecutor and a violent man" (1
Tim. 1:13). In that same paragraph, Paul declared that he was the foremost sinner of all (1
Tim. 1:15). Notwithstanding these qualities, few would deny that Paul was a leader
because he not only influenced many lives but also shaped, especially through his
writings, the culture of the world. Mark Strom even argues that Paul influenced the
society to a different understanding of leadership based on the message of the crucified
' This study assumes the historicity of Acts and, hence, its reliability as a source of information on
Paul. In The Book ofActs in the Setting ofHellenistic History, Colin J. Hemer's discussion on the historical
details in Acts, the chronology of Paul, and the authorship and date of Acts point to the validity of the
assumption. For a shorter discussion, F. F. Bruce' s Commentary on the Book ofActs and An Introduction to
the New Testament by D. A. Carson, Douglas J. Moo, and Leon Morris are helpful. This study also assumes
the Pauline authorship of the letters attributed to Paul. Donald Guthrie's New Testament Introduction
provides cogent arguments for this traditional view.
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Messiah. Many would call Paul, next to Jesus, the spiritual leader par excellence. Though
Paul was a great leader, he did not give a treatise on leadership.' Nevertheless, his life
and teaching have much to contribute to a practical theology of spiritual leadership.
The Call to Spiritual Leadership
When Scripture first introduces Paul, he was known as Saul. He is a young man
who demonstrates leadership potential and is probably poised for greater leadership
responsibilities in the days ahead (Gal. 1:13-14). Paul was a leader but not yet the
spiritual leader God wanted him to be:
1 persecuted the followers of this Way to their death, arresting both men
and women and throwing them into prison, as also the high priest and all
the Council can testify. 1 even obtained letters from them to their brothers
in Damascus, and went there to bring these people as prisoners to
Jerusalem to be punished. (Acts 22:4-5)
Paul identified himself as the chief of sinners whose life, before his encounter with
Christ, was marked by violence and anger. Acts 26:9-10 gives an insight into Paul's
motivation for persecuting the Christians:
I too was convinced that I ought to do all that was possible to oppose the
name of Jesus of Nazareth. And that is just what I did in Jerusalem. On the
authority of the chief priests I put many of the saints in prison, and when
they were put to death, I cast my vote against them.
Paul was zealous for the God of the Jews. His zeal drove him to arrest Christians and
even put them to death. Paul's fanaticism for the traditions of his fathers motivated him to
persecute the church of God with tenacity and intensity (Gal. 1:13-14).
Christ's confrontation with Paul changed the entire course of Paul's life. Though
a light from heaven blinded Paul on his journey to Damascus while on his way to arrest
"
Though Banks and Ledbetter assert that "[ajmong the early Christians, Paul most clearly and
fully articulates an understanding of leadership" (35), attributing Paul with the credentials of an expert in
leadership is difllcult to justify from his writings. Paul wrote about the qualities of a leader (I Tim. 3:1-16.
Til. 1 :5-9), but he did not give a systematic discourse on leadership.
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the Christians, the encounter with Christ opened his mind:
As he neared Damascus on his journey, suddenly a light from heaven
flashed around him. He fell to the ground and heard a voice say to him,
"Saul, Saul, why do you persecute me?" "Who are you. Lord?" Saul
asked. "I am Jesus, whom you are persecuting," he replied. "Now get up
and go into the city, and you will be told what you must do. (Acts 9:3-6)
Paul was obedient to the command and went into the city. A man named Ananias, whom
Paul was out to kill, conveyed to Paul what he must do:
The Lord said to Ananias, "Go! This man is my chosen instrument to carry
my name before the Gentiles and their kings and before the people of
Israel. I wiU show him how much he must suffer for my name. (Acts 9: 15-
16)
Ananias told Paul that God had called him to be the messenger of the gospel. Henceforth,
the call upon Paul marked him. The defining nature of the call is evident in how often
Paul referred to this momentous encounter of his life. He testified to his encounter before
the mob in Jerusalem (Acts 22). He gave a testimony of the encounter on the Damascus
Road when he defended himself before King Agrippa (Acts 26). His final words to the
Ephesian elders reminded them that the Lord Jesus gave him the task of testifying to the
gospel of God's grace (Acts 20:24). His credentials as an apostle came from the
commission given to him by Jesus in the encounter on the Damascus Road (Gal. 1:13-16;
1 Tim. 1:12-13).
Paul was a Hebrew of Hebrews, circumcised on the eighth day, of the tribe of
Benjamin, a Pharisee "as for zeal, persecuting the church; as for legalistic righteousness,
faultless" (Phil. 3:5-6). AH of these things, however, did not mark Paul as a spiritual
leader. What made Paul a spiritual leader was the call of God upon his life. A. Katherine
Grieb is right that the call of God upon Paul was central to his understanding of
leadership (155).
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Though the call of God marked him as a spiritual leader, the specifics of Paul's
experience may not be generalized and applied to spiritual leaders today. The way Paul
received the call of God was an experience that is unlikely to be repeated in human
history. The vision on the road to Damascus and the message conveyed by Ananias were
unique experiences to Paul. Though spiritual leaders cannot claim Paul's experience as
prescriptive for themselves, they can witness to the significance of the call of God to a
spiritual leader.
Leadership in the Spirit
In his influential book, Gordon D. Fee makes a convincing case that "the Spirit is
foundational to [the early believers'] entire experience and understanding [original
emphasis] of their present life in Christ" (3). This "present life in Christ" includes the
ministry of leadership that God has called some to as members of the body of Christ.
In one of the few places where the word "leadership" is explicitly mentioned in
Paul's writings, Romans 12:8, the context clearly points to the involvement of the Spirit
in leadership. By referring to the different gifts given to each person according to the
grace of God, Paul demonstrates that each person was different and no one was superior
to another. These gifts were the same kind of gifts that Paul wrote about in 1 Corinthians
12. In other words, these gifts were gifts of the Spirit. According to Romans 12:8,
leadership is one of the gifts of the Spirit found in the body of Christ, hi this sense, Paul's
understanding of leadership could be called spiritual leadership because leadership is a
gift of the Spirit. Paul's understanding of leadership as Spirit-initiated is hardly surprising
considering his conversion experience. God sent Ananias so that Paul might receive his
sight and be filled with the Holy Spirit (Acts 9: 17). Paul's commission as the spiritual
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leader who would bring the gospel to the Gentiles began with his being filled with the
Holy Spirit. Paul's journey as a missionary leader also began with the call of the Spirit:
While they were worshiping the Lord and fasting, the Holy Spirit said,
"Set apart for me Barnabas and Saul for the work to which I have called
them." So after they had fasted and prayed, they placed their hands on
them and sent them off. (Acts 13:2-3)
Paul did not volunteer for the missionary journey. The Holy Spirit through the church set
Paul aside, with Barnabas, for the work of bringing the gospel to the Gentile world.
The Holy Spirit.did not just set them apart for the ministry, he also sent them on
their way as they "went down to Seleucia and sailed from there to Cyprus" (Acts 13:4).
Paul's journey continued to be directed by the Spirit:
Paul and his companions traveled throughout the region of Phrygia and
Galatia, having been kept by the Holy Spirit from preaching the word in
the province of Asia. When they came to the border ofMysia, they tried to
enter Bithynia, but the Spirit of Jesus would not allow them to. (Acts 16:6-
7)
In this instance, the Spirit dictated Paul's travel plans; the Spirit prevented Paul and his
companions from going into two different regions. They then made their way to Troas
where Paul had a vision of a man beckoning them to go to Macedonia. They were
obedient to the vision having concluded that the vision was the leading of the Spirit (Acts
16:8-10). The Spirit also directed Paul's final journey. Paul knew that prison and
hardships awaited him in Jerusalem. The Holy Spirit had told him so. He might even
have expected to lose his life there (Acts 20:23-25). Even when Agabus prophesied by
the Holy Spirit that Paul would be bound and delivered over to the Gentiles, Paul was
adamant to make his way to Jerusalem. He was unwavering in his journey towards
Jerusalem because he was "compelled by the Spirit" (Acts 20:22). For Paul, spiritual
leadership began and ended with the Spirit.
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Cruciform Leadership
Brian J. Dodd writes, "Spiritual leaders center their message on the cross of Jesus
and experience the cross of the One they proclaim" (62). Paul experienced this reality in
his life immediately after his conversion encounter with Jesus on the Damascus Road. In
fact, the words that Ananias gave Paul foreshadowed what Paul would have to go through
for the sake of the gospel:
The Lord said to Ananias, "Go! This man is my chosen instrument to carry
my name before the Gentiles and their kings and before the people of
Israel. I will show him how much he must sujfer [emphasis mine] for my
name." (Acts 9:15-16)
God not only called Paul to be the messenger of the gospel, he also called Paul to suffer
for the gospel.
With his physical and spiritual eyes opened, Paul began to proclaim that Jesus
was the long-awaited Messiah. Confused and confounded by Paul, the Jews plotted to
assassinate him (Acts 9:23). Paul fled from Damascus in the middle of the night. Sojne
time later, Paul entered Jerusalem looking for the fellowship of those who name Christ as
their Lord. Sadly, he did not immediately find it, because the disciples were afraid of
him. Thankfully, Barnabas received him and introduced him to the apostles:
He told them how Saul on his journey had seen the Lord and that the Lord
had spoken to him, and how in Damascus he had preached fearlessly in the
name of Jesus. (Acts 9:27)
Thus Barnabas paved the way for Paul to stay in Jerusalem, and Paul continued to
proclaim that Jesus was the Messiah: "He talked and debated with the Grecian Jews, but
they tried to kill him" (Acts 9:29). Once again, an attempt on Paul's life was made. In 2
Corinthians 1 1 :24-27, Paul catalogued some of the suffering that he experienced for the
sake of the gospel:
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Five times I received from the Jews the forty lashes minus one. Three
times I was beaten with rods, once I was stoned, three times I was
shipwrecked, I spent a night and a day in the open sea, I have been
constantly on the move. I have been in danger from rivers, in danger from
bandits, in danger from my own countrymen, in danger from Gentiles; in
danger in the city, in danger in the country, in danger at sea; and in danger
from false brothers. I have labored and toiled and have often gone without
sleep; I have known hunger and thirst and have often gone without food; I
have been cold and naked.
Suffering became the pattern in the life of Paul: He would proclaim the message of
Christ, and then he would be subjected to danger and suffering.
Paul did not go through these experiences with resigned acceptance. "For Paul,
the crucified One we preach is congruent with the cruciform life we live" (Dodd 68). Paul
saw suffering as essential to his calling as a herald of the message of the cross. Paul gave
a glimpse into his understanding of the cruciform life in 1 Corinthians 4:9-13:
It seems to me that God has put us apostles on display at the end of the
procession, like men condemned to die in the arena. We have been made a
spectacle to the whole universe, to angels as well as to men. We are fools
for Christ, but you are so wise in Christ! We are weak, but you are strong!
You are honored, we are dishonored! To this very hour we go hungry and
thirsty, we are in rags, we are brutally treated, we are homeless. We work
hard with our own hands. When we are cursed, we bless; when we are
persecuted, we endure it; when we are slandered, we answer kindly. Up to
this moment we have become the scum of the earth, the refuse of the
world.
Paul did not ultimately trace the source of his suffering to the Jews, to the Roman Empire
or even to this sinful world, histead, he declared that his suffering was part of God's
grand design for his life. Suffering was part of this grand display, this magnificent
exhibition, of the one who was triumphant on the cross. In 2 Corinthians 2: 14, Paul
writes, "But thanks be to God, who always leads us in triumphal procession in Christ and
through us spreads everywhere the fragrance of the knowledge of him." Dodd points out
that Paul uses a technical term to describe this triumphal procession (69-70). Paul uses
Kow 21
the participial form of thriambeuo. "A thriambolos was a specific type of slave,'" usually
a king or a ruler who had been captured in a battle. These slaves were then "paraded to
show Rome's power and invincibility, demonstrating the negative outcome for any who
stand against Caesar" (Dodd 69). Paul used this metaphor on himself as a slave of Christ,
being paraded throughout the empire to show the glory of Christ.
Paul proclaimed the message of the cross with his lips and lived that same
message in his cruciform life. Paul's words in 2 Corinthians 4:7-1 1 gives us a succinct
description of this cruciform life that spoke the good news message of the cross:
We have this treasure in jars of clay to show that this all-surpassing power
is from God and not from us. We are hard pressed on every side, but not
crushed; perplexed, but not in despair; persecuted, but not abandoned;
struck down, but not destroyed. We always carry around in our body the
death of Jesus, so that the life of Jesus may also be revealed in our body.
For we who are alive are always being given over to death for Jesus' sake,
so that his life may be revealed in our mortal body.
Suffering modeled the death of Jesus and faithfulness through the suffering proclaimed
the life of Jesus. Suffering as the message of the cross is a consistent theme throughout
Paul's writings (e.g.. Gal. 5:1 1; 6:12; Eph. 3:13; Phil. 3:10-11; Col. 1:24; 1 Thess. 1:6-7;
2 Thess. 1:5).
Spiritual leadership must flow out of a cruciform life because spiritual leaders are
to model the life of Christ for others. For Paul, spiritual leadership was cruciform
leadership. Consider, for example, Paul's letters to Timothy. Timothy was not only Paul's
son in the faith, he was a leader in the early Church. In the letters to Timothy, in
particular in 2 Timothy, Paul leaves no room for any doubts about the cruciform nature of
life as "the Lord's servant" (2 Tim. 2:24). In 2 Timothy 1:8, Paul appeals to Timothy by
saying: "Do not be ashamed to testify about our Lord, or ashamed of me his prisoner. But
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join with me in suffering for the gospel, by the power of God." Paul's invitation to
Timothy to join him in suffering for the gospel is predicated on Paul's own experience of
suffering (2 Tim. 1:1 1-12; 2 Tim. 3:10-12). Paul suffered because he was an apostle to
the Gentiles. To Paul, his leadership and suffering go hand in hand. The call to the
cruciform life was passed on to the saints in obedience to Paul's injunction in 2 Timothy
2:2-3. Timothy was to ensure that the message he received from Paul was handed down
through the generations. A cursory reading of the pages of history would turn up story
after story of God's servants who bore the message of the cross in their cruciform life.
These servants, like Paul, understood that a spiritual leader must live a cruciform life, that
spiritual leadership is cruciform leadership.
The Character of a Spiritual Leader
In Romans 8:17-18, Paul explains that suffering is a means in which God's glory
will be revealed. Paul explained what this glory is further down the passage:
We know that in all things God works for the good of those who love him,
who have been called according to his purpose. For those God foreknew
he also predestined to be conformed to the likeness of his Son, that he
might be the firstborn among many brothers. (Rom. 8:28-29)
The glory revealed through suffering is the likeness of Christ. Suffering is one of the
means through which the character of Christ is formed in a person.
The character of Christ is captured in Galatians 5:22-23. Paul's list of the fruit of
the Spirit paints the image of Christ himself and also provides a way for God's people to
examine their likeness to Christ. Fee points out the inadequacy of confining the character
traits to "love, joy, peace, patience, kindness, goodness, faithfulness, gentleness and self-
control" (Gal. 5:22-23). The character traits must include the qualities found in other
texts, such as those found in Colossians 3:12-13 (compassion, humility, forgiveness) and
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Romans 12:9-12 (Fee 115). An examination of the two key Pauline texts on spiritual
leadership, 1 Timothy 3:1-16 and Titus 1:5-9, leads to a similar set of qualities."'
Table 1.1 gives the list, drawn from Galatians 5:22-23, Colossians 3:12-13,
Romans 12:9-12, 1 Timothy 3:1-16, and Titus 1:5-9, of the character traits of a spiritual
leader."^ This list though not exhaustive (Valleskey 198) is instructive to the
understanding of what is required of spiritual leaders. All foUowers of Jesus should desire
all the qualities in the list. For spiritual leaders, they are to model these qualities for those
who follow them. Paul's emphasis on the qualities of spiritual leadership is not on what
leaders do. His emphasis is on the character of the leader. For Paul, the quality of the
leader's character is determinative for the appointment to a leadership role (Towner 239,
261; Valleskey 198). Social status or performance does not determine suitability for
leadership, but the "authentic and demonstrable Christian character" of the person does
(Wieland 9).
The character traits of a spiritual leadership could be categorized into the inner
qualities, the attributed qualities, and the external qualities of a spiritual leader (see Table
1.1). The inner qualities are traits that emanates from the spiritual core of the leader. The
attributed qualities are traits that others identify in the leader. Even with these attributed
qualities, the emphasis is still on the character of the leader: A person is above reproach
^ David A. Mappes points out that scholars such as Martin Dibelius and Hans Conzelman have
argued that the qualities in the lists are reflective of the ethical expectations of the society that Paul was
writin<^ to. Though Philip H. Towner concedes that the virtue lists might describe the situation the church in
Crete faced, he proposes that Paul explained these virtues as results ofGod's grace in Christ (685). Ben
Withcrington. Ill sees Paul going beyond society's virtues and reconfiguring the virtues within "a
Christological and apostolic paradigm" (1 13). I agree with Mappes that the key issue is not whether the list
of qualities are similar to lists in other communities but that Paul expected spiritual leaders to
live an
exemplary life described by these qualities (215).
^ This list is not exhaustive or definitive (Witherington 234). A thorough study of the character
qualities of a spiritual leader as taught and exemplified by Paul is beyond the scope of this study.
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or respectable not only because of what he or she does but because of who he or she is.
Table 1.1. Character Traits of a Spiritual Leader
Inner Qualities
Love, compassion (Gal. 5:22;
Col. 3:12: Rom. 12:9, 10)
Joy (Gal. 5:22; Rom. 12:12)
Peace (Gal. 5:22)
Patience (Gal. 5:22; Col. 3:12;
Rom. 12:12)
Kindness (Gal. 5:22: Col. 3:12)
Goodness (Gal. 5:22; Tit. 1:8;
Rom. 12:9)
Faithfulness (Gal. 5:22; Rom.
12:12)
Humility (Col. 3:12; Rom. 12:10)
Temperate (1 Tim 3:2; Tit. 1 :7)
Self-controlled (1 Tim 3:2; Tit.
1:8; Gal. 5:23)
Gentle (1 Tim. 3:3; Gal. 5:23:
Col. 3:12)
Not quarrelsome ( 1 Tim. 3:3)
Not a recent convert ( 1 Tim. 3:6)
Committed to the truth (1 Tim.
3:9; Tit. 1:9)
Holy (Tit. 1:8)
Disciplined (Tit. 1:8)
Forbearance (Col. 3:13)
Forgiving (Col. 3:13)
Zeal (Rom. 12:12)
Not a drunkard ( 1 Tim. 3:3. 8;
Tit. 1:7)
Not a lover of money ( 1 Tim. 3:3,
8; Tit. 1:7)
Attributed Qualities
Above reproach (1 Tim. 3:2; Tit.
1:6)
Respectable (1 Tim. 3:2, 8; Tit.
1:8)
Has the respect of his children ( 1
Tim. 3:4)
Good reputation with outsiders ( 1
Tim. 3:7)
External Qualities
Proven track record (1 Tim. 3: 10)
Monogamous (1 Tim. 3:2, 12;
Tit. 1:6)
Hospitable (I Tim. 3:2; Tit. 1:8)
Able to teach (1 Tim. 3:2; Tit.
1:9)
Not violent ( 1 Tim. 3:3; Tit. 1 :7)
Manage his family well (1 Tim.
3:4. 11-12; Tit. 1:6)
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The six external quahties are traits that the leader demonstrates in relation to others. What
leaders do is important but for Paul, the emphasis is on the character of the leader.
Of the thirty-one traits of a spiritual leader in Table 1.1, the inner and attributed
qualities cannot be taught like teaching a skill to a person. These traits are the product of
the work of the Spirit in the life of the leader. The implication then is that spiritual leaders
must avail themselves to the work of the Spirit so that these qualities of spiritual
leadership might be formed in them. In the history of the church, spiritual leaders have
availed themselves to the work of the Spirit through the practice of spiritual disciplines.
The Competence of a Spiritual Leader
As important as character is to spiritual leadership, leaders would fail in their
ministry if they did not have the ability to lead others toward the achievement of the
vision. The literature on spiritual leadership generally conveys that doing is second to
being�that competency is second to character. For example, Dodd writes: "Leadership is
not so much about task effectiveness, management ability, vision casting or time
efficiency. Leadership is about modelling life in Christ" (101). Too many Christians
consider character and competence as two separate and distinct entities. Hence, "either
we focus on Christian activism without giving due attention to the spiritual depth of our
actions, or we focus on spiritual life without a corresponding emphasis on the tasks
performed" (Johnson and Dreitcer 160). Christians often emphasize either character
or
competence to the exclusion of the other.
Paul did not subscribe to this "either-or" way of thinking. Like much of Paul's
teaching, from his eschatology to his soteriology, the "Genius of the AND" (Collins
and
Porras 44) was found in his theology of spiritual leadership. The lists of character traits
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discussed above demonstrated the emphasis on the character of a leader. Many of those
traits are not skills that a leader could learn but were instead the outflow of a life lived in
the Spirit. At the same time, the many competencies required of a leader cannot be
ignored.
Spiritual leaders are hospitable (1 Tim. 3:2; Tit. 1:8). Hospitality speaks of the
relationality of the leader. Spiritual leaders must have "emotional intelligence"
(Goleman). They must have the skills to interact with other people. Spiritual leaders must
also be able to teach (1 Tim. 3:2; Tit. 1:9). They must not only be able to communicate
the truths of God, spiritual leaders must also be able to communicate the vision of God;
they must be able to cast the God-given vision to others. In the course of achieving the
vision, spiritual leaders must be able to direct, redirect, and motivate others to persevere.
They must also be able to manage their own family (1 Tim. 3:4, 1 1-12; Tit. 1:6). Paul
writes explicitly that if one "does not know how to manage his own family, how can he
take care of God's church?" (1 Tim. 3:5). Here, Paul uses a word that comes from the
root word proistemi, which translates to: "be at the head of, rule, direct, manage,
conduct" (Bauer 707). Ruling, directing, and conducting are skills that spiritual leaders
must have.
Paul the visionary. Paul was a man of vision. Paul did not develop the vision for
his life and ministry in a planning meeting. God gave Paul's vision to him in the
encounter with Jesus on the Damascus Road. As discussed earlier, this encounter marked
him. This encounter defined the direction of his life. Paul heard this commission upon his
life from Jesus:
Get up and stand on your feet. I have appeared to you to appoint you as a
servant and as a witness of what you have seen of me and what I will show
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you. I will rescue you from your own people and from the Gentiles. I am
sending you to them to open their eyes and tum them from darkness to
light, and from the power of Satan to God, so that they may receive
forgiveness of sins and a place among those who are sanctified by faith in
me. (Acts 26:16-18)
Paul "was not disobedient to the vision from heaven" (Acts 26:19). For Paul, the vision
was a gift that transformed his life (Johnson and Dreitcer 65). The vision Paul received
was such a driving force in his life that he deemed it a compulsion (1 Cor. 9:16). The
vision was such a compelling force in his life, Paul was wilhng to give his life for its
fulfilment (Acts 20:24).
Paul the communicator. Having received the vision, a spiritual leader has to then
communicate the vision to others in order to rally them together for the achievement of
the vision. Paul had the ability to communicate. Immediately after his encounter with
Christ, Paul began preaching that Jesus was the Messiah. Though the message of the
crucified Messiah was "a stumbling block to Jews and foolishness to Gentiles" (1 Cor.
1:23), Paul was faithful in proclaiming the message entrusted to him (Green). He was so
effective in communicating the message of Christ that Luke reported that he "baffled the
Jews" (Acts 9:22). He also disputed with the Grecian Jews in Jerusalem (Acts 9:29). In
Acts 26:28, "Agrippa said to Paul, 'Do you think that in such a short time you can
persuade me to be a Christian?'" Agrippa felt the persuasive quahty of Paul's words even
in the short defense Paul was making before him.
Nevertheless, Paul's critics declared that "his letters are weighty and forceful ...
and his speaking amounts to nothing" (2 Cor. 10: 10). Paul himself claims that he was not
skilled in speaking and did not proclaim the gospel with eloquent words of wisdom (2
Cor. 1 1:6; 1 Cor. 2:4). Jerome Murphy-O'Connor suggests that neither the critic's nor
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Paul's words should be taken at face value (50). Though Paul chose not to use the
persuasive techniques of rhetoric (1 Cor. 2:2), evidence of his rhetorical prowess is seen
in his letters (Murphy-O'Connor 50-51). Paul made the choice so that the message might
not rest on his abilities (1 Cor. 2:5). For Paul, the eloquence of a person's words cannot
bring conviction to a human heart. His message and his preaching "were not with wise
and persuasive words, but with a demonstration of the Spirit's power" (1 Cor. 2:4).
Persuasive communication according to Paul is dependent on the manifestation of the
power of the Spirit. The Spirit completely permeated Paul's communication. Like Paul,
spiritual leaders must communicate in total dependence on the Spirit to make the message
efficacious in the lives of their listeners.
Paul the strategist. The call on Paul's life was to preach the gospel to the
Gentiles. Paul's desire to preach the gospel in every corner of the Empire was a logical
conclusion because Gentiles were everywhere in the Roman Empire. Paul was strategic
in his missionary journeys throughout the Empire until "from Jerusalem all the way
around to Illyricum, [Paul had] fully proclaimed the gospel of Christ" (Rom. 15:19). Now
that Paul's mission was completed in these regions, he planned to go to Spain via Rome
(Rom. 15:23-24, 28). Acts 16:6-8 gives an insight into Paul's approach to strategic
planning:
Paul and his companions traveled throughout the region of Phrygia and
Galatia, having been kept by the Holy Spirit from preaching the word in
the province of Asia. When they came to the border ofMysia, they tried to
enter Bithynia, but the Spirit of Jesus would not allow them to. So they
passed by Mysia and went down to Troas.
These verses capture the dual dynamics in Paul's strategy for the accomplishment of the
vision. Paul had an intentional plan to bring the gospel to every place in the Roman
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Empire. At the same time, he had an acute willingness to be redirected by the Spirit away
from his plans. Such willingness indicates that Paul was sensitive to the leading of the
Spirit. Spiritual leaders, like Paul, plan. At the same time, spiritual leaders are ready to
rearrange or abandon their plans whenever the Spirit directs them to do so.
The Community of a Spiritual Leader
In Paul's letters, more than one hundred people were mentioned as his partners in
ministry.
^
He was often found serving with other leaders in ministry (Caliguire 145).
Among the leaders were Barnabas (Acts 9:27), Silvanus also called Silas (1 Thess. 1:1),
Timothy (Rom. 16:21; 2 Cor. 1:19; Phil. 1:1; 1 Thess. 3:2), Luke the physician (Col.
4:14; 2 Tim. 4:11; Philem. 24), Priscilla and Aquila (Rom. 16:3; 1 Cor. 16:19; 2 Tim.
4: 19), and Titus (Gal. 2:1) to name a few. Slaves were also welcome in Paul's leadership
community, as he showed wheh he referred to Onesimus as his faithful and beloved
brother (Col. 4:9). Furthermore, the call to Euodia and Syntyche to be at peace with each
other and the reference to Phoebe, Junias, Persis, and others suggest that no gender bias
existed in Paul's leadership community (Phil. 4:2-3; Rom. 16).
Paul had a fondness to compound words with the prefix syn, which means "with"
or "co." This prefix has two main functions: to emphasize Paul's union with the crucified
and risen Christ and to emphasize his partnership with others in the ministry of spreading
the gospel (Dodd 1 14). Paul's fellow leaders are variously referred to as co-worker
{sxnergos, Rom. 16:3, 7, 9, 21; 2 Cor. 8:23; Phil. 2:25; 4:3; Col. 4:7, 10, 11, 14;
Philem.
1, 24), co-prisoner {synaichmalotos. Col. 4:10; Philem. 23), co-slave {syndolous. Col.
1 :7; 4:7), co-soldier {systratiotes, Phil. 2:25; Philem. 2), and co-laborer {synathleo, Phil.
Paul uses the terms "fellow workers" (Rom. 16:3, 9. 21; 2 Cor. 8:23; Phil. 4:3; 1 Thess. 3:2;
Philem. 1 : 1 . 24) or "Icllow soldier" (Phil. 2:25) to refer to those who minister together with him. In the
lan^uac^e of today, Paul s fellow workers and fellow soldiers are partners in ministry or team members.
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4:2-3).
Paul's leadership community shared in his ministry in a variety of ways (Meeks
133). Sosthenes, Silas, and Timothy were co-authors of one or more of Paul's letters (1
Cor. 1:1; 2 Cor. 1:1; Phil. 1:1; Col. 1:1; 1 Thess. 1:1; 2 Thess. 1:1; Philem. 1:1). Timothy
was often Paul's emissary. Paul sent Timothy to Thessalonica to strengthen the faith of
the recently founded church. Besides helping to establish the church at Corinth (2 Cor.
1: 19), Timothy was later sent to investigate the report brought by Chloe's people (1 Cor.
4:17).^
Serving with the leadership community did not mean that Paul did not encounter
relational challenges. Paul experienced conflict with Peter's capitulation to the Judaizers
(Gal. 2: 1 1-12). He had a sharp disagreement with Barnabas concerning Mark that caused
them to go their separate ways (Acts 15:39). Paul was also deeply wounded by Alexander
who did him "a great deal of harm" (2 Tim. 4: 14). Though ministering as a leadership
community was fraught with challenges, team leadership was always Paul's approach.
The importance of community to spiritual leadership is evident in 1 Corinthians.
In Paul's first letter to the Christians in Corinth, he addressed several issues. The severity
of these issues was never in doubt: A man sleeping with his stepmother (1 Cor. 5);
lawsuits made against fellow believers (1 Cor. 6); issues of sexual immorality (1 Cor. 6);
people eating meat that had been offered to idols (1 Cor. 8-10); people misusing their
spiritual gifts (1 Cor. 1 1-14); and, a deficient understanding of the resurrection of Jesus
being pervasive in the church (1 Cor. 15). As severe as these issues were, they were not
^ Some scholars have suggested that Timothy was the bearer of 1 Corinthians. This possibility is
excluded by 1 Corinthians 16:10, which Murphy-O'Connor maintains is better translated by "when" than
'�if (279). Moreover, 1 Corinthians mentions Sosthenes as a coauthor with Paul but not Timothy.
Whichever position is taken, what is unmistakable was that Timothy was sent ahead of Paul.
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the first to be addressed by Paul. Instead, Paul spent the first three chapters of his letter
addressing the divisiveness among individual leaders. He equated their divisiveness to
their living life according to the flesh rather than according to the Spirit:
My brothers, some from Chloe's household have informed me that there
are quarrels among you. What I mean is this: One of you says, "I follow
Paul"; another, "I follow Apollos"; another, "I follow Cephas"; still
another, "1 follow Christ." Is Christ divided? Was Paul crucified for you?
Were you baptized into the name of Paul? (1 Cor. 1:11-13)
By failing to grasp the communal nature of spiritual leadership and emphasizing
individualistic leadership instead, the Corinthian Christians had made a "mockery of the
redemption, reconciliation and reconnecting work of Christ" (Dodd 107) that had made
them all members of one body (1 Cor. 12:27). For Paul, the leaders were fellow workers
in Christ serving together in community (1 Cor. 3:9). Any fracture in the leadership
community is a denial of their oneness in Christ.
Concluding Remarks
Spiritual leadership is leadership in the Spirit. Spiritual leadership begins with the
Spirit enabling the leader and continues with the leading and directing of the Spirit.
Spiritual leadership is also cruciform leadership. This Spirit-enabled, Spirit-led, and
cruciform leadership is expressed in the character, the competency, and the community of
the spiritual leader.
Overview of the Study
Chapter 2 reviews contemporary literature on leadership competencies and
spiritual disciplines. Chapter 3 presents the research design. Chapter 4 reports the
research findings. Chapter 5 provides an interpretation of the research findings and also
offers suggestions for further inquiry.
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CHAPTER 2
LITERATURE
The purpose of this study was to evaluate the impact of an in-ministry spiritual
leadership program based on spiritual disciplines on the leadership competencies of the
members-on-trial of the Trinity Annual Conference of The Methodist Church in
Singapore. This study basically examined the relationship between spiritual disciphnes
and leadership competencies.
This chapter discussed some of the key competencies of spiritual leaders and the
spiritual disciplines used in this study; including reflections on the interrelatedness of
these spiritual disciplines to the corresponding leadership competencies.
Leadership Competencies and Spiritual Disciplines
The literature on spiritual leadership revealed that though many different
competencies were necessary for effective leadership, no list of competencies was
definitive for spiritual leadership. Bill Hybels deals with leadership competencies such as
vision, strategy, team ministry, raising resources, leadership development, and decision
making. Conspicuously absent from Henry and Richard Blackaby's hst of competencies
is raising resources. J. Robert Clinton's influential book identifies eight generic
functions: motivation toward vision, leadership selection and training, decision making,
crisis resolution, routine problem solving, coordinating with superiors, coordinating with
peers, and coordinating with subordinates (188).
Notwithstanding the variety of leadership competencies in the literature, some
competencies appeared in much of the literature, namely, vision, communication, team
ministry, empowerment, and conflict leadership. Most leadership skills mentioned in the
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literature could be subsumed under one of these key competencies. For example,
Clinton's list of coordinating with superiors, coordinating with peers, and coordinating
with subordinates would require the competency of communication.
Most of the leadership literature did not mention the spiritual disciphnes as a
means for the development of competencies in spiritual leaders. Where the leadership
literature mentioned spiritual disciplines, the discussion was often cursory and
insubstantial. The singular exception was prayer. Almost all spiritual leadership literature
recognized that prayer was as an indispensable ingredient of leadership.
Prayer was also common in much of spiritual disciplines literature. Apart from
prayer, the spiritual disciplines in the literature were varied. Foster in his classic work
The Celebration ofDiscipline lists twelve different spiritual disciplines. Steve Harper in
his definitive study on the devotional life of John Wesley lists six disciplines practiced
and advocated by Wesley. Siang-Yang Tan has a list similar to that of Foster's except
that he calls them the disciplines of the Holy Spirit. Earl Creps has twelve of what he
called off-road disciplines. Amid this plethora of spiritual disciplines, I felt a sense of
relief to have Willard counsel that "we need not try to come up with a complete list of
disciplines. Nor should we assume that our [original emphasis] particular hsts will be
right for others" (Spirit 157). These disparate listings of spiritual disciplines suggested
that no definitive list of spiritual disciplines exists.
In this study, I selected five spiritual disciplines that my reflections suggested
were the appropriate disciplines to enhance the competencies of vision, communication,
team ministry, empowerment, and conflict leadership in spiritual leaders. The spiritual
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disciplines selected for this study were meditation, silence, solitude, prayer, and self-
examination.
Vision
Almost every leadership book mentioned vision as an essential skill for leaders.
Vision is indispensable to leadership because leaders influence the future. Leadership
without vision is like following an explorer without a compass. Hybels declares that
vision is the fuel that provides the energy to propel both leaders and followers to serve
together faithfully and sacrificially (31). Some writers even assert that discerning the
vision is the most important role of a spiritual leader (Fry 711). Other names used for
vision are purpose (Lim), goals (Habecker), and mandate (Smith).
The literature gives many different definitions of vision. George Barna defines
vision as "a clear mental image of a preferable future imparted by God to his chosen
servants, and is based upon an accurate understanding of God, self, and circumstances"
(28). Vision is a clear picture of the future in the minds of leaders. Vision is seeing
something that is not yet here; visualizing something before it is. The strength of Barna' s
definition is the reminder that vision comes from God. Nevertheless, the definition that I
preferred for its succinctness and clarity came from Hybels: "Vision is a picture of the
future that produces passion" (32). Vision is future-oriented. Leaders are energized as
they see the picture of the future in their minds and hearts.
Vision is analogous to the eye of an eagle, a magnifying glass, and the banks of a
river (International Leadership Institute). An eagle sees farther than most creatures.
Spiritual leaders with vision see beyond maintaining the status quo to a future that makes
a kingdom difference for Christ. A magnifying glass brings objects into clearer focus. A
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God-given vision allows the spiritual leader to see with greater clarity and focus as to
where to lead the people. Just as the banks of a river provide direction to the flow of
water, vision provides direction for the leader and followers to move towards their God-
appointed destiny.
The frequent appearance of vision in the literature as an essential competence
testified to its importance to leaders. In fact, vision is at the heart of leadership (Hybels
31). Without vision, the leader would not know where to lead the people. Ben Campbell
Johnson and Andrew Dreitcer say that "vision is vital to the heart and soul of the church"
(65). Michael Jinkins affirms that the discernment and communication of the vision is
critical to the health of the church (43). After all, vision energizes, inspires, increases
ownership, provides focus and direction, unites, facilitates leadership succession, and
motivates (Barna 97, 107-18; Blackaby and Blackaby 73-74; Hybels 45-48; C. Miller,
Empowered Leader 68-73). If leaders have no vision, anarchy and destruction will follow
(Prov. 29:18).
Barna' s definition of vision is a reminder that spiritual leaders do not generate
visions by themselves. They find their vision primarily from seeking and meeting with
God (Barna 88-91; Johnson and Dreitcer 67; Nelson 165; Shibley 48). They receive the
vision as a revelation from God that might come like an epiphany or piece by piece over
a period of time. Leaders might receive the vision directly from God through the Bible or
his Spirit or when they witness a work of God that resonates with their being or they see a
need that grips their hearts or they hear a story of life transformation or when they
examine their own personalities and giftedness. The implication is that leaders must avail
themselves to the various means that God might use to give the vision. Whichever way
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the vision comes to the leader, the vision is a gift that emerges from an encounter with
God (Blackaby and Blackaby 71-72; Johnson and Dreitcer 65).
The practice of spiritual disciplines prepares leaders for such an encounter with
God. The spiritual disciplines prepare the heart to be ready to receive the revelation of
God. A checklist provided by Hybels is useful to evaluate whether the leader's spiritual
disciplines had prepared him or her to receive a vision from God (38). When the leader is
spiritually prepared, an encounter with God might take place and the vision of God might
be revealed to the leader.
Though the revelation comes to one person, the community of the leader has a
part to play in the vision. Because the leader is fallible and does not have absolute
knowledge, processing the vision with others is imperative. Leaders need to heed the
words of Proverbs 1 1:14: "Where no counsel is, the people fall: but in the multitude of
counselors there is safety" (KJV). The intention of processing the vision with others is
not to allow them to determine the vision. Rather, they can help leaders to perceive what
is truly a revelation from God from what is a figment of a leader's creative but selfish
desires. Barna wisely advises that in seeking the counsel of others, the leader must
disclose the vision fully and be ready to listen to their response (92-93). The response of
the wise counselors might prompt the leader to seek the Lord again for greater clarity of
the vision. When the counselors affirm the vision, the leader and his or her vision will not
only have greater credibility with others; the leader will have greater confidence that the
vision is of God.
Kow 37
Meditation
Leaders without a vision are not leaders at all. Hence, spiritual leaders seek for the
vision with all possible means including the spiritual discipline of Christian meditation.
Christian meditation is the ability to hear God's voice and the willingness to
respond in obedience to the revelation given to the leader (Foster, Celebration 17).
Meditation is founded on the biblical assertion that God speaks to his people today. From
the beginning in Genesis, God spoke to his people, with Adam before and after the Fall,
right through the Bible till Jesus, who continues to speak through the Holy Spirit after his
ascension. The words of Hebrews 1:1-2 say.
In the past God spoke to our forefathers through the prophets at many
times and in various ways, but in these last days he has spoken to us by his
Son, whom he appointed heir of all things, and through whom he made the
universe. (NIV)
God is speaking to his people. The reason that his people do not hear him is that they are
not tuned to hear his voice. The discipline of meditation attunes their hearts to hear the
voice of God. Through the discipline of meditation, leaders create spiritual space in their
hearts that allow them to hear the voice of God so as to obey the revelation of God.
Because spiritual leaders receive the vision from God when they are in a place to hear his
voice, meditation is an appropriate spiritual discipline to enhance the vision of leaders.
The practice of meditation follows the example set by Jesus who modeled a life of
hearing and obeying the voice of God. Jesus declared, "I tell you the truth, the Son can do
nothing by himself; he can do only what he sees his Father doing, because whatever the
Father does the Son also does" (John 5: 19) Later he said, "By myself I can do nothing; I
judge only as I hear, and my judgment is just, for I seek not to please myself
but him who
sent me" (John 5:30).
Kow 38
The disciphne ofmeditation in the Christian tradition is not synonymous to
meditation found in Eastern religions. Eastern meditation seeks to empty the mind of the
person; Christian meditation seeks to fill the mind. Eastern meditation seeks to be
detached from this world so as to be freed from the pains and sorrows of this life.
Christian meditation also seeks detachment from this world but does not stop there.
Christian meditation continues until an attachment to Christ who gives his word that
enables one to truly live freely in this world (Foster, Celebration 15).
In the tradition of the church are a variety of practices that help one to listen to
God (Foster, Celebration 29) but the most central practice of the saints of ages past had
been meditatio Scripturarum, the meditation upon Scripture. In meditating upon the
Scripture, the leader is not analyzing the Bible nor is the leader gathering material to
share with others. The study of Scripture is important to spiritual leaders but in
meditating upon Scripture, the focus is on receiving and internalizing the revelation that
God is giving them.
Meditating upon Scripture is a fitting spiritual disciphne to see the vision God is
revealing to the leader. After all, the Word of God is the revelation of God.^ One cannot
appropriately call a vision that is not grounded in the Scriptures, a vision of God.
Spiritual leaders need not find chapter and verse in the Bible to authenticate their vision,
but their vision must be congruent with the Bible.
Lectio divina. One of the time tested ways that serves as a means to be in a
posture of readiness to encounter God in Scripture is the lectio divina. This discipline of
spiritual reading is traditionally in four movements: lectio, meditatio, oratio, and
^ The different understandings of how the.Word of God is the revelation of God do not negate the
relevance of the Word of God as a means through which the vision ofGod can come to spiritual leaders.
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contemplatio. Adding the movement of silencio before they enter into the lectio is helpful
and maybe even necessary because spiritual leaders live in a culture filled with external
and internal noise. The leader needs the space and time to come to the "inner posture of
openness and receptivity toward God" (Mulholland, "Scriptural Reading" 29). The
receptive posture creates the opportunity to be still and know that God is God. The
encounter with God is a knowing that transcends cognitive knowledge. The encounter is a
knowing that experiences the reality that God is God.
To encounter God in the reading of Scripture, spiritual leaders begin with being
silent in his presence. Having adopted an open posture to hear God, lectio would take on
a different character. The leaders' reading would have a focused attentiveness that is
intentionally open and receptive to hear God in, through, and around their encounter with
his word (Mulholland, "Scriptural Reading" 30). Kevin J. Vanhoozer describes this
attentiveness as "overstanding" the text: allowing "the world of the text to penetrate our
world" (4). The reading and hearing dynamic continues in the meditatio where the leader
wrestles with what is heard. Sometimes what the leaders hear causes their hearts to leap
with inexplicable joy. Sometimes what they hear brings deep anguish when the hght of
the Word penetrates the darkness of their being. Meditatio naturally leads to the response
in the oratio where their thoughts, feelings, and desire to God are expressed. Arriving at
the contemplatio, they continue to wait upon God. Here they are like clay in the potter's
hands, actively yielding themselves to God to do what he will with them. The incamatio
movement is added to this time-tested practice to remind their forgetful selves that
Scripture is given not merely for their information but for their transformation. The
encounter with Scripture remains incomplete until they allow what they have encountered
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"to move from page to practice" (4). For spiritual leaders, their transformation is for the
transformation of the world as they gain greater clarity of the vision that God is revealing
to them.
Communication
Though vision is at the heart of leadership, having a vision does not make one a
leader. Leadership takes place when the vision is passed on and embraced by others.
Barna asserts, "Vision has no force, power or impact unless it spreads from the visionary
to the visionless" (52). Hence, communication is another essential competency for a
leader. Communication is the primary means leaders use for the achievement of the
vision (Rouhiainen 4). Leaders are required to communicate. One cannot be a good
leader unless one is able to communicate well (Blackaby and Blackaby 83).
Communication is not restricted to the use of words, whether in prose or in
stories. Communication includes symbols (Blackaby and Blackaby 77-83; Warren 1 12)
and the embodiment and personification of the message (Hybels 38-40). The best
example of communication by embodying the message is Jesus Christ. For example, in
Philippians 2:6, humility is exemplified in the incarnation of Jesus Christ.
In the age of information technology, communication has become even more
important for leaders. The vast amounts of information transmitted quickly across large
distances through a variety of channels have resulted in the emergence of a whole new
communication culture (Lim 194-95). The emergence of a new communication culture
not only requires a response, it also provides an opportunity to shape the new culture.
Shirley Lim, founding president of Research Communication International, identified
three communicative concepts needed for today's communication culture. They are the
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communicative concepts of accuracy, appropriacy, and access (196). Accuracy is the
ability to use language to communicate exactly what one wants to say. By appropriacy
Lim refers to the use of language appropriate to the communicator's purpose. Access is
the ability to achieve one's goal of communication (196). Lim's communicative concepts
demand that leaders have mastery over their communication.
Spiritual leaders who desire to make an impact in the world must have the ability
and the discipline to communicate effectively in today's ever changing culture.
Effective communication is relevant communication. The word relevant comes from the
Latin word, relevare, which means "to bear upon" (Henderson 24). Something is relevant
when it bears upon the hearer's life. David W. Henderson proposes that relevant
communication has two aspects: actual relevance and functional relevance (24). Actual
relevance asks whether the message has anything to do with the hearer's life. Functional
relevance asks whether the hearers can see the connection between the message and their
life. When connection is made, the message has meaning for the hearers. Appropriacy
would have been practiced and access achieved, using the words of Lim (196).
An example by Edward de Bono illustrates the difference between actual
relevance and functional relevance:
A toilet sign at an airport may have meaning but no relevance if you do
not happen to need to go to the toilet. If you need to go to the toilet, the
sign has both meaning and relevance. If you were in Japan or Greece and
could not even read the lettering, the sign would have relevance but no
meaning. So you would never know how relevant it was. (134)
Hence, communication may be irrelevant because it is irrelevant or it merely seems
irrelevant to the hearer. Graham MacPherson Johnston rightly points out that the hearer is
an active participant in the communication process (64). The mind of the hearer is not a
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blank piece of paper on which leaders writes their message. The hearer's attitudes,
values, prejudices, assumptions, experiences, hopes, and dreams collectively form a grid
through which the message is received.
Spiritual leaders often make two mistakes in communicating in today's culture;
when concern for the audience eclipses concern for the message or when concern for the
message eclipses concern for the audience.
The first mistake is made when leaders assume that if something is "unfamiliar,
uncomfortable, or difficult to understand, it must be irrelevant" (Henderson 26). Leaders
need to know the difference between being audience sensitive and audience driven.
Audience sensitive is to ask what can be done to make the message better understood by
the hearer. Audience driven is to ask what needs to be changed in the message to make
the message more acceptable. The difference between audience sensitive and audience
driven communication lies in which is the determining factor for the communication: the
message or the hearer respectively.
The second mistake assumes that the message will be heard the same way
regardless of the culture of the hearer. Henderson points out that "communication always
includes a translation process" (32). Not until the message has been translated into words
and concepts that speak with the intended meaning in a particular culture will the
message be received as relevant.
Relevant communication holds the concern for the message's integrity and the
audience's culture in creative tension with neither eclipsing the other. The leader arrives
at this creative tension by understanding the hearer's world. The better the leader knows
the hearer's world, the more likely the leader is able to accurately translate the message to
Kow 43
the hearer (C. Miller, Empowered Communicator 142-43). Henderson gives some
suggestions on how leaders could become students of their hearers. Spiritual leaders
should read everything they can get their hands on, watch television and go to the
movies, be a quiet observer of what drives their friends' and neighbors' lives, and make
the most of every conversation (39-40).
Entering into the hearer's world requires leaders to listen. Communication is not a
unidirectional process; effective communication includes speaking and listening. Ronald
Heifetz points out that leaders must know how to listen and want to listen (Taylor 3). The
position of the leader creates the situation that Heifetz calls "a vacuum of silence" that
leaders might feel compelled to fill with their speech (Taylor 3). The strength needed to
resist filling the vacuum of silence comes from the cultivation of the leader's inner
sanctuary away from the pressures of communication.
Silence
The cultivation of the spiritual leader's inner sanctuary happens in the spiritual
discipline of silence. Willard posits that solitude and silence are the primary means for
aligning a person's interior desires with how one relates and communicates with others
j("Spiritual Disciplines" 107).
Silence is an indispensable spiritual discipline of spiritual leaders. Words often fill
the lives of spiritual leaders. Their illusion of power and control is found in their ability
to use words and symbols to persuade, to comfort, to correct, and to direct. In silence,
spiritual leaders are reminded that "if anyone considers himself rehgious and yet does not
keep a tight rein on his tongue, he deceives himself and his religion is worthless" (Jas.
1 :26). Spiritual leaders in the practice of silence seek to be faultless in what they say that
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they might be "able to keep [their] whole body in check" (Jas. 3:2). Silence strips leaders
of the illusion of the power of their tongue. After all, as Foster rightly says, "Control
rather than no noise is the key to silence" (Celebration 98). Hence, when spiritual leaders
are silent, control is implicitly handed over to God.
The discipline of silence is critical to spiritual leaders who communicate
constantly, which Willard clearly expresses:
Practice in not speaking can at least give us enough control over what we
say that our tongues do not "go off automatically. This discipline
provides us with a certain inner distance that gives us time to consider our
words fully and the presence of mind to control what we say and when we
say it. (Spirit 164)
The discipline of silence enables leaders to increase their mastery over what comes out of
their mouths. Willard goes on to recount a testimony given by a young person who
practiced the discipline of silence:
The more I practice this discipline, the more I appreciate the strength of
silence. The less I become sceptical and judgmental, the more I learn to
accept the things I didn't like about others, the more I accept them as
uniquely created in the image of God. The less I taUc, the fuller are words
spoken at an appropriate time. (165)
The discipline of silence helps spiritual leaders to exercise control over their tongues such
that what they do say would be appropriate words that are spoken at the right time, in the
right way, and to the right people.
Spiritual leaders practice the discipline of silence in at least three ways: minute
retreats, regular times of silence, and silent retreats.
Minute retreats are about turning moments in the leader's routine into intentional
minutes of silence. The word minute here does not refer to chronological time but to the
brief period of silence in the leader's routine. The leader chooses to be silent and listen to
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others before speaking. Minute retreats strip away the desire of leaders to fill the
conversation merely with their own thoughts and experience. The intentional silence
might lead to the leaders' offering of words and images coming from the depth of their
communion with God (Frykholm 34). Minute retreats involve retreating inwardly to
commune with God and to evaluate the intended speech to determine whether what the
leader was about to say was worth saying at all (Tan 50).
Regular times of silence are planned times where the leader avoids all
conversations with other people. These times of silence are often practiced with the
discipline of solitude. In these times of silence, leaders learn first to listen to their inmost
selves and to God before they attempt to listen to others (Thiessen 60). Some helpful
hints to practicing the regular times of silence includes turning off all communication
devices, having a notepad and pen ready to write down any distracting thoughts during
the silence, and informing family or friends when and where the discipline will be
practiced. These simple acts give leaders uninterrupted time as well as enable people to
find them in case of an emergency. Informing others when and where the disciphne will
be practiced also enables leaders to practice the discipline of silence in the physical
presence of others.
In this busy interconnected world, having regular times of silence is becoming
more difficult. Hence, getting away on a silent retreat of half a day or a few days at a
retreat center or a chosen special place would be an important practice for spiritual
leaders.
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In practicing the discipline of silence, spiritual leaders release control of their
communication to God and hence are better able to speak the right words at the right time
in the right way to the right people.
Team Ministry
No leader would be able to accomplish the vision that God gave them if no one
helped them. The achievement of the vision requires the participation and insights of
others. Hence, the achievement of the vision demands that leaders build teams. Calvin
Miller even suggests that every leader leads by building teams {Empowered Leader 166).
The model of the ministry of Jesus and the very nature of God suggest that team ministry
is an indispensable quality of spiritual leaders.
The model of the ministry of Jesus is team ministry (Fernando 131). When Jesus
began his ministry, he gathered a group around him to share in the responsibilities of
ministry. In the group was a treasurer, those who organized people into groups to be fed,
and those who looked for the resources for ministry, whether what was needed was five
loaves and two fish or a coin in the fish's mouth for paying taxes. When Jesus sent his
disciples out on ministry, he sent them out in teams of twos (Mark 6:7; Luke 10: 1). His
disciples continued this model ofministry after the ascension of Jesus. As recorded in the
book of Acts, Barnabas and Paul were serving as a team (Acts 13:2). Even when they
went their separate ways, they formed new teams for ministry (Acts 15:39-40). Paul in
his letters made constant references to those who served with him in ministry. Paul
certainly served with many teams.
Team ministry is not only founded on biblical examples, but the nature of the
Trinity exemplifies team ministry. Stephen A. Seamands so eloquently captures the idea
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of the Trinity as a team in his book. Ministry in the Image ofGod. Seamands pointed out
that the development of the doctrine of the Trinity led the church to the Greek term
perichoresis. Perichoresis describes team ministry:
Perichoresis conveys a number of ideas: reciprocity, interchange, giving
to and receiving from one another, being drawn to one another and
contained in the other, interpenetrating one another by drawing life from
and pouring life into one another as a fellowship of love. (142)
The perichoresis of the Trinity invites people to "an exchanged life and ministry with
Christ" and to live an exchanged life with others (149). In the exchanged life with others,
koinonia is experienced. Koinonia is the Greek word used in the New Testament to
describe the deep relationship between persons who are also in fellowship with Christ. In
ministry, this koinonia is experienced in a perichoretic team:
In a perichoretic team, as a result of indwelling together in God and one
another, there is a collaboration and synergy that enables the individual
members to transcend their own limitations. The resulting whole is larger
than the sum of its parts. (154)
When the team members are in fellowship with one another through their fellowship with
Christ, they are empowered to accomplish more than each individual could by
themselves. When leaders empower their team members, they are maximizing every team
member's contribution to the vision.
A team is more than a group of people. A team is a group of people with a
common purpose. Patrick Lencioni suggests that two of the five dysfunctions of a team
could be addressed by communicating the team goals clearly and explicitly (195-220).
A team has a set of commonly held values. Not only is a common purpose crucial
to a team, a set of commonly held values are vital to the success of a team. Common
values give the team the same starting point and the same perspective. Values help people
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to determine whether they would like to be part of the team. Values also communicate
what is important in the team. Any members who do not know what is important to the
team not only do not add value to the team, they hinder the team from achieving success
(Maxwell, Developing the Leaders 133).
Cooperation is integral to a team. If the people in the team do not cooperate, they
are not a team. What is present is merely a group of people gathered together. Getting the
members to cooperate and aligning them to the team's purpose addresses another of the
dysfunctions of a team (Lencioni 188-90). Without communication, the members would
not know the goals and values of the team. Hence, the team will not experience
cooperation. Worse still, unnecessary and destructive conflict might arise in the team.
Communication is not restricted to the leader's communication to the team. The
team members must communicate with one another. Communication in an effective team
flows in all directions (Reeves 2). Hence, an environment that promotes positive
communication must be cultivated for effective team ministry (Maxwell, Developing the
Leaders 134).
Establishing clear criterion for team selection will not only help leaders form
teams but also help leaders to be on the alert to potential team members that cross their
paths.
Hybels shares that when he was looking for team members, he based his selection
on the "three Cs": first character, then competence, and finally chemistry with him and
the rest of the team (8 1 ). Using this framework, I arrive at my own three Cs of team
selection: character, competence, and community.
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The foUowing includes suggestions by Hybels on what a leader should at least
look for in the character of a team member: a growing relationship with Jesus Christ,
honesty, humility, teachability, reliability, and a healthy work ethic (81). The leader has
to discern the character of the potential team member. The leader must exercise due
diligence, including speaking with those who know the potential member well. The
leader looks for any inconsistencies in the person's life and ministry. The leader
considers the person's track record because past performance is often a predictor of the
future. The person is given learning and ministry opportunities that might expose his or
her character.
If the leader discerns a character issue, the leader speaks with the person, seeking
to uncover the root causes of the problem. The leader encourages the person to face and
confess his or her problem and make changes with God's help.
If the person is not ready to face his or her issues, then the person is not invited
into the team. A different process to help the person's character to be transformed into the
likeness of Christ will then be undertaken. Hybels rightly cautions against recruiting
people with the hope of effecting their transformation while they are in the team.
.Recruiting a person with a discernible flawed character is not only unfair to the person
but also to the rest of the team and the organization. The person does not need the added
burden of fulfilling his or her team responsibilities while working on his or her character
at the same time. The character transformation process will likely be lost in the pursuit of
the vision of the team. The rest of the team should also not be burdened with the added
responsibility of dealing with the person's character. Moreover, with the person's flawed
character, the team will lose its effectiveness as trust is eroded by the person's lapses in
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character. The team is thus less able to contribute towards vision fulfilment because the
team is embroiled in the issues encircling the person.
Because teams are formed to accomplish a task, the team members must have the
necessary skills to do so. The competence of the team members must be evaluated and
developed if the team is to succeed in achieving the vision.
When the leader first assembles a team, the depth of community in the team might
not be significant. This lack should not stop the leader from looking for team members
that have a certain affinity to the leader and the rest of the team. If no relational chemistry
is present, that is, the leader and potential team member do not like each other, team
effectiveness will be gready reduced. Admittedly, subjectivity in determining team
affinity exists. Some less subjective indicators of this affinity suggested by Dale E.
Galloway are (103-04): compatible ministry philosophy, ministry-centered not job- or
position-centered members, members who add gifts and talents to the team, and members
who accept the leader's main priority.
Having assembled the team, the leader begins to build community in the team.
Some ideas to build the team include establishing clear, challenging, and God-honoring
goals, constantly reminding the members of the team's philosophy and values of
ministry, rewarding achievement of goals and of values, holding one another accountable
for goals and values, teaching members how to deal with conflict, structuring
opportunities of learning so that the team grows together, conducting community-
building exercises, providing a safe environment to share weaknesses, and eating together
(Ford 5; Galloway 97-104; Hybels 86-92).
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Effective teams are built by spiritual leaders who are free from the inclination to
manipulate others for selfish goals. Spiritual leaders who are dependent on others to feed
the compulsions in their soul might pay scant attention to the character of the team
member if the team member meets a need in the leaders' lives. Similarly, the leader
might ignore the incompetence of the team member for the benefit of self-
aggrandizement. Needy spiritual leaders might select a team member with tremendous
competence to provide a continuous stream of excuses to mutilate their already low self-
esteem. Spiritual leaders who are in bondage to others would not be able to cultivate a
healthy community of leaders. Moreover, needy leaders often attract needy team
members. The unhealthy need for one another might then create a culture of
codependency that prevents healthy relationships in the team.
Solitude
The spiritual discipline of solitude is a practice to address the dysfunctions of a
team leader. After all, Foster points out that "in solitude we are freed /ram [original
emphasis] our bondage to people and our inner compulsions" (Celebration 134). Solitude
frees the leader to enter fully into communion with God and into community with others.
Hence, Timothy J. demons' study that found that the spiritual disciplines of silence and
solitude improved the participants' relationship with God and with each other was not
surprising.
Jesus, whose model of ministry was team ministry, practiced the discipline of
solitude. Jesus' final preparation for the ministry was to spend forty days alone in the
wilderness (Matt. 4: 1-1 1). Thereafter, Jesus' pattern was to make time to be away from
people (Luke 6:12; Matt. 14:13; Matt. 14:23; Mark 1:35; Luke 5:16; Matt. 26:36-46).
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Jesus also taught this pattern to his disciples when he instructed them after a successful
mission to "[c]ome with me by yourselves to a quiet place and get some rest" (Mark
6:31). The order for Jesus was from solitude to team community to ministry (Nouwen,
"Moving" 80).
Nevertheless, solitude is not merely about the absence of people. True sohtude is
a solitude of the heart that sets leaders free from the need to have people fill their inner
emptiness. This freedom releases leaders from manipulating other people to fill their
hurting hearts to be able to hve in deeper authentic relationships with others (Burton-
Christie 44).
Moreover, leaders are often the focal point of all that is happening around them.
Their constant prominence might lead them into an abyss that sees them using people to
continue to feed their addiction to adulation. When the clamor for attention or adulation
is silenced, leaders will be free to be fully present with their team members. The spiritual
leader can fully enter into community with others making real team ministry possible.
The discipline of solitude in helping spiritual leaders pay attention to themselves sets
them free to build their teams into communities of Christ's love (Nouwen, Reaching Out
41-42).
Barton suggests three facets of sohtude (Sacred Rhythms 31-41).^ First, solitude is
a place where one finds God. Solitude is a place in time that is set apart for God and God
alone. A physical place is designated for the leader's times alone with God. Lance Witt
shares that "the goal of solitude is not so much to unplug from my crazy world, as it is to
^ Douglas Burton-Christie suggests three movements in solitude that parallel those proposed by
Barton: anaclwresis, askesis, and agape (3 1 ). Anaclioresis can be translated as withdrawal, askesis as
training that is the struggle one finds in the discipline of solitude, and agape refers to one's emergence from
solitude to embrace and experience community.
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change frequencies so that I can hear the Father." Sohtude attunes the leader's heart to
hear the voice of God. Hence, solitude is also a place inside the leader where God's Spirit
and the leader's spirit dwell together in union.
Second, solitude is a place where one finds oneself. As Robert L. Jordon
discovered in his study, leaders who practice the disciplines of silence and solitude come
face to face with God's idea of who they are, who they are becoming, and what they are
to do in the world. All things external are stripped away to reveal the person who is
thoroughly known and unconditionally loved by God (Barton, Sacred Rhythms 33). The
external quietness of solitude moves leaders into an inner stillness that helps them see
who they are in the eyes of God (Wong 86-87). Solitude is thus a place where each leader
"can be reconstituted as a child of God" to find freedom to create community in his or her
team (Burton-Christie 26).
Third, solitude is more than a place. Though the word "place" is an imagery that
helps one to understand what solitude is; solitude is more than a physical place. Solitude
is also more than the absence of other people:
Solitude is more a state of mind and heart than it is a place. There is a
solitude of the heart that can be maintained at all times. Crowds, or the
lack of them, have little to do this -inward attentiveness. (Foster,
Celebration 121)
True solitude is a solitude of the heart that removes one's need for people to fill the
emptiness of one's soul. Leaders and followers might have a need to have others fulfil a
desire, fill an emptiness or to be set free from an aching loneliness or low self-esteem.
Such leaders would be prone to manipulate others to fill their aching hearts.
In practicing the discipline of solitude, leaders uncover their fears, weaknesses
and discontent (Hubbard-McNall 149). Barton suggests that in solitude leaders are
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confronted with their egos and insecurities (Invitation 99-100), twin characteristics that
hinder leaders in practicing team ministry. In other words, the discipline of solitude helps
leaders to find freedom from self-seeking leadership and addicted leadership.
David Monk, reflecting on his personal experience, articulates the need for
balance between solitude and community. Monk proposes that one could only be truly
engaged in community or team ministry when one is able to truly relate with oneself in
solitude (46). Dietrich Bonhoeffer in his acclaimed book Life Together captures the
symbiotic essential of team ministry and solitude:
Let him who cannot be alone beware ofcommunity. . . . Let him who is not
in community beware ofbeing alone.... [original emphasis] Each by itself
has profound pitfalls and perils. One who wants fellowship without
solitude plunges into the void of words and feelings, and one who seeks
solitude without fellowship perishes in the abyss of vanity, self-
infatuation, and despair. (77-78)
In the discipline of solitude, leaders experience the affirmation that they and others are
loved by God and also experience the outpouring of God's love for others. The "love of
God [that] begins to pour through [original emphasis] [the leader] to others" makes for
community, and hence, effective team ministry (Barton, Invitation 133).
In a modern metropolis like Singapore, two significant obstacles to practicing the
discipline of solitude are space and technology.
The proximity of limited living, working, and recreational spaces put people in
constant contact with one another. The experience of running into an acquaintance in one
of these places is a common occurrence. As spiritual leaders, the lack of private space is
heightened because of their visibihty and prominence.
Technology has reduced, maybe eliminated, the boundaries around many leaders'
lives. Barton suggests that "technology has a way of compromising our ability to be
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present to ourselves, to God and to each other" (Sacred Rhythms 34). Mobile phones, the
Internet, e-mails, voice mails and personal digital assistants keep leaders in constant
contact with one another. Phone calls and a compulsive desire to check e-mail regularly
far too often punctuate times with friends and times of solitude. Noise and interruption
now fill what used to be natural times of solitude like driving in a car and going for a
walk.
Recognizing the challenges, the leader must take certain actions to ensure the
regular practice of the discipline of solitude. Adapting from Barton's suggestions, the
following would help spiritual leaders begin the discipline of solitude (Invitation 40-42).
� Explore all possibilities for a time and physical space in which the leader
can be alone on a regular basis.
� Use a spiritual symbol to help the leader to be present to the reality of
God's presence with him or her in the times of solitude.
� Inform family or friends as to when and where the leader will be
practicing solitude; this information helps the leader's family and friends to honor the
time and space by not interrupting as well as enables people to find the leader in the case
of an emergency.
Other helpful hints to practicing the discipline of solitude are: turn off all
communication devices, have a notepad and pen ready to write down any distracting
thoughts during the discipline, sit in a comfortable yet alert physical position, and say a
simple prayer that expresses desire and openness for God. Repeating this prayer of desire
and openness is another way to deal with any distractions that come into the mind. The
time of solitude closes with the Lord's Prayer or a prayer of gratitude for God's presence.
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Though getting away for a retreat and having regular times of solitude are
essential, the leader should not forget the practice of little solitudes. Little solitudes are
times when leaders turns moments in their routine into intentional times of solitude. Little
solitudes could happen when driving or taking a walk with all communication devices
turned off. Having lunch by oneself is another opportunity for a little solitude in a day
filled with people.
The discipline of solitude sets spiritual leaders free from the bondage to others to
fully enter into community with their team members toward the God-given vision of the
team.
Empowerment
C. Miller asserts that "good leaders never give their leadership away. However,
they do share both the rewards and responsibilities of leading" (Leader 158). Miller is
describing empowerment. Empowerment has to do with giving the team members
responsibility and authority to make a difference in what they do. Empowerment is power
sharing (Fry 719). In empowerment, the leader hands the power vested in him or her to
another person within the team (Blanchard 33). The decision-making authority and
responsibility is released into the hands of the team member when the leader practices
empowerment (Ford and Fottler 21).
Empowerment, like team ministry, is rooted in the nature of God. God invites
spiritual leaders to share in the ministry of Jesus. Hence, the agenda of their ministry is
the agenda of Jesus, which is to do what the Father is doing. When spiritual leaders take
on the agenda of Jesus to join in the work of the Father, they also partake of the power of
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the Father through the Holy Spirit, hi this way, the empowerment of spiritual leaders for
ministry takes place (Seamands 20).
In empowering others for ministry, spiritual leaders follow the same pattern. They
invite others to share in their ministry to the Father. Spiritual leaders pass on to others the
agenda of the Father revealed to them by Jesus. They also pass on whatever power they
have for others to minister.
The power of the spiritual leader is not intrinsic in the leader. God gives the
power to spiritual leaders who in turn give the power to others in their team. Spiritual
leaders recognize that they do not have what is necessary to achieve the vision that God
had revealed. Spiritual leaders know they need the power of God. Paul in 2 Corinthians
12:9 says, "But he said to me, 'My grace is sufficient for you, for my power is made
perfect in weakness.' Therefore I will boast all the more gladly about my weaknesses, so
that Christ's power may rest on me." God pours his power into spiritual leaders who
acknowledge their weaknesses and need for the power of God.
Robert C. Ford and Myron D. Fottler propose that different degrees of
empowerment could be identified (22). These different degrees might be categorized as
the three steps of empowerment: delegation, equipping, and developing.
An empowering leader delegates accountability, responsibility, and glory. To
delegate is not the same as abdication of leadership. Leaders abdicate leadership when
they relinquish all control and responsibility for the task they were accountable for. In
delegation, the leader assigns the tasks but remains responsible for seeing that team
members understand and fulfil their responsibilities. Delegation sees empowerment as a
relational construct (Conger and Kanugo 472) and as content empowerment (Ford and
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Fottler 22). Leaders practicing empowerment as a relational dynamic hand control of the
organization's resources to the team members to accomplish the assigned task, hi content
empowerment, the team members have freedom to exercise power in deciding how the
task is to be achieved.
Hence, delegation requires leaders to make clear what needs to be done.
Excellence can only be achieved with clear expectations. These expectations should be
designed to encourage improvement. The leader communicates what is really important
and what really matters. In other words, the team knows how the leader measures
success. The leader also clarifies the fixed boundaries and the negotiable boundaries.
Clear communication about who is responsible for what accompanied with appropriate
authority helps team members to have ownership for the delegated task. The leader then
releases the team members to do what needs to be done. If the leader is unable to trust a
team member to let them get on with the task, the leader had either selected the wrong
team member or the leader might have issues of relinquishing control. On completion of
the task, the leader celebrates and shares the glory with the team.
An empowering leader also equips others for the task. Dan Reiland defines
equipping as preparing someone for a specific ministry task ("Equipping and Developing,
Part 1"). Equipping has a transactional dimension. Because team members serve on the
leader's team, the leader will train them to carry out their responsibilities in the team. The
goal of equipping is to enable team members to fulfil their role towards the organization's
vision.
In equipping team members, leaders will benefit from noting the following
pointers:
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� Knowing the specific objectives of the organization, leaders must
determine the required skills and competencies needed for the role.
� The cultural and philosophical biases present in the environment of the
organization are a major determinant on the content and approach used in the training.
� The most qualified person should conduct the training; a person gifted in a
ministry might not be gifted in training. A gifted musician and a gifted teacher, for
instance, are not the same, illustrating this point. The gifted musician shows how good
the musician is. The gifted teacher shows how good the student is.
� Though classroom training is important and necessary, instruction is
insufficient on its own. On-the-job training under the mentorship of someone more
experienced in the ministry is also necessary.
� Equipping includes providing the necessary tools and resources for the
person to accomplish the ministry.
� Generous amounts of communication, appreciation, and encouragement
are essential in equipping. If team members do not feel that the leader really cares for
them, morale will fall and the team will not experience success.
The highest level of empowerment is development. Where delegation is
empowerment as a relational construct, development is empowerment as a motivational
construct (Conger and Kanugo 473). Where delegation is content empowerment,
development is both content and context empowerment (Ford and Fottler 23-5).
Development goes beyond accomplishing the task. When leaders develop another person,
they create conditions for their team members to exercise power for
self-determination.
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The leader hands the team members the reins to determine both how they want to achieve
the task and also what tasks they want to undertake.
Many leaders often confuse development with equipping. Though they might
overlap, they are two distinct concepts. The core differences between equipping and
developing suggested by Reiland in "Equipping and Developing, Part T are the
following:
� Equipping is preparing someone for a specific ministry task. Developing is
investing in someone for their personal growth. Developing a person includes imparting
life skills to successfully negotiate life and integrate biblical principles into daily living.
� Equipping is transactional, an exchange. Developing is transformational, a
gift. The leader does not receive something in exchange for developing the team member.
Development sets team members free to be all that God wants them to be.
� Equipping is based largely on the organization's agenda. Developing is
based largely on the person's agenda. The lessons to be learnt and the skills to be
imparted arise from the need of the person and not necessarily the need of the
organization.
John Maxwell identifies at least eight barriers that spiritual leaders have to
overcome in order to empower others {Developing the Leaders 159-62; The 21
Irrefutable Laws 126-27):
� Desire for job security. Weak leaders worry that if they help their
subordinates, they will become dispensable. The paradox of empowerment is that the
only way to make leaders indispensable is to make themselves dispensable.
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� Resistance to change. Empowerment brings constant change by
encouraging leaders to grow and innovate as they adapt to the changes in the team
members they empowered.
� Personal enjoyment of the ministry. Most people, including leaders, find
difficulty in giving up that which they enjoy doing.
� Lack of ability to train others. Empowerment requires more than just
simply giving the task to someone. The training of the person is integral to empowerment
before and after the task.
� Lack of time. One common reason for not empowering others is the lack
of time. Ironically, not empowering others is probably the reason why leaders do not have
enough time. Inability to empower due to lack of time is short-term thinking. Time lost in
empowerment on the front end is recovered at the back end.
� Reluctance caused by past disappointments. When early efforts to
empower fail, leaders could try to determine why the problem occurred, learn from the
experience, and empower again. The empowerment failure might be because the leader
picked the wrong person for the job or those being empowered did not receive adequate
training or sufficient motivation.
� Belief that one's way is the best way. Leaders who believe that their way
of doing things is the best way will not empower. Empowerment requires trusting others
to do things their way to accomplish the assigned responsibility (Ford and Fottler 27).
� Lack of self-worth. If leaders gain their personal value and esteem from
their position or work, then to change either of them through empowering others is to
threaten their self-worth.
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One of the most effective means of overcoming the barriers to empowerment is to
immerse the leader in an environment of grace. As pointed out by Bill Thrall, Bruce
McNicol, and Ken McElrath, environments of grace are fertile soil for effective
empowerment. These environments include the expectations, feelings, style, and symbols
in the organization (33).
Environments of grace free leaders from the fear of losing their jobs, overcome
the resistance to change, heal past disappointments, release others to fmd their own way
in fulfilling their responsibility, and center their self-esteem in God's grace.
Leaders who live in an environment of grace create environments of grace (39). In
an environment of grace, people feel safe, trust and authenticity are present, and people
grow and produce. Environments of grace provide the context for relational health. Such
environments will cultivate relationships of grace and thus empowerment. In other words,
environments promote or discourage empowerment. A lack of an environment of grace
will result in conflict, legalism, and mistrust, all conditions that hinder empowerment.
Prayer
E. Stanley Jones, one of the most well-known Methodist preachers, understood
that prayer availed one to the power of God for ministry:
For in prayer you align yourself to the purposes and power of God, and He
is able to do things through you that He couldn't otherwise do. For this is
an open universe, where some things are left open contingent upon our
doing them. If we do not do them, they will never be done. So God has left
certain things open to prayer�things which will never be done except as
we pray. (325)
Prayer unleashes the power of God into the life and ministry of spiritual leaders because
prayer expresses their dependence and need for God. When Jesus prayed over the five
loaves and two fish, they were enough to feed five thousand men, besides women and
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children (Matt. 14: 15-21). In answer to the prayer of Jesus, Lazarus walked out of the
tomb still bound in his grave clothes (John 11:41-44). In John Wesley's "A Plain
Account of Christian Perfection," he declared that "God does nothing but in answer to
prayer" (Works 437). The expressed dependence on God in prayer releases power to
accomplish the agenda of God in the world.
Prayer that unleashes the power of God begins with attuning the leader's heart to
the divine voice (Foster, Celebration 39). Listening to God moves leaders from their
prayer agenda to the prayer agenda of God. Listening to God requires leaders to
acknowledge that they are dependent on God for the answers to their prayers as well as
for the prayer that they are to pray.
As mentioned above, only a leader who is living in an environment of grace can
create environments of grace. Prayer leads leaders into the perfect environment of grace;
into the presence of God who receives them as they are. Coming to God as they are and
finding themselves accepted as they are enables leaders to find their self-worth in God,
rather than in what they do. Spiritual leaders who bask in the presence of God experience
the penetrating light of Christ that sets them free to find their worth in him. Out of this
experience of grace, the leader is poised to create environments of grace as well as have
relationships of grace. Such an environment encourages empowerment. In finding their
self-worth in Christ, spiritual leaders are free to empower others without fear.
Prayer is an act of grace; grace on God's part to receive people as they are. Prayer
is also something that allows one to be mastered rather than merely something to master
(Foster, Prayer 7). The Simple Prayer and the Prayer of Relinquishment are two forms of
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prayer that enable leaders to rest their self-worth on God and to release their authority
and responsibility to others.
The focus of Simple Prayer is the person praying (Foster, Prayer 9). In Simple
Prayer, leaders come to God just as they are, with their mixed motives and desires.
Leaders come with no pretence to a loving God who accepts them as they are. Simple
Prayer reminds leaders that their prayers are carried out in an environment of grace. God,
by his grace, accepts leaders as they are.
The Prayer of Relinquishment helps leaders to enter into an environment of grace
that persuades them to release their will to God and to accept the will of God into their
lives (Foster, Prayer 48). When leaders are able to relinquish to God, they are likely to be
able to release their authority and responsibility to another person. Relinquishment
prepares leaders to empower others for ministry.
The Prayer of Relinquishment is best exemplified in the prayer of Jesus at
Gethsemane: Not my will but yours be done (Luke 22:39-46). This prayer at Gethsemane
was a struggle. Struggle is important because relinquishment is Christian prayer, not
fatalism, not a resignation to fate. Sometimes what was relinquished comes back to the
leader, sometimes not. Sometimes the release is permanent. Hence, relinquishment is not
easy.
Relinquishment helps spiritual leaders to release that which might be good in
order to be prepared to receive the greater good that was previously unknown to them.
More than that, relinquishment helps spiritual leaders to crucify their will to the Father.
The Prayer of Relinquishment is powerfully captured in Galatians 2:19-20:
For through the law I died to the law so that I might live for God. I have
been crucified with Christ and I no longer live, but Christ lives in me. The
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life I live in the body, I hve by faith in the Son of God, who loved me and
gave himself for me.
The Prayer of Relinquishment is a letting go, a release with hope and trust in the
character of God. The specific issues that leaders find themselves in will shape their
Prayer of Relinquishment. Nevertheless, some practiced prayers that leaders can interpret
into their situation are helpful when praying the Prayer of Relinquishment. Foster
highlights a few of them {Prayer 57):
� The prayer of self-emptying: Meditatively pray through Philippians 2, the
self-emptying of Christ.
� The prayer of surrender. Using the Gospels, enter with Jesus into
Gethsemane.
� The prayer of abandonment: Pray the Wesleyan Covenant Prayer {United
Methodist Book of Worship 29 1 ):
Lord, make me what you will.
I put myself fully into your hands:
put me to doing, put me to suffering,
let me be employed for you, or laid aside for you,
let me be full, let me be empty,
let me have all things, let me have nothing.
I freely and with a willing heart
give it all to your pleasure and disposal.
� The prayer of release: Release one's loved ones into the hands of God.
Also release one's enemies and pain.
� The prayer of resurrection: "Lord, bring back to life what will please you
and advance your kingdom. Let it come in whatever form you desire. Let it be in your
time and your way. Thank you. Lord, for resurrection" (Foster, Prayer 57).
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The disciphne of prayer places spiritual leaders in environments of grace that
prepares them to relinquish their power and authority into the hands of those they are
seeking to empower.
Conflict Leadership
According to Genesis, Satan introduced conflict into the newly created order of
humankind. Adam and Eve fell for the deception and thus have embroiled humankind in
conflict ever since. This pervasive conflict came to a focal point when Jesus Christ died
on the cross and rose again on the third day. In that act of selfless love, Jesus Christ threw
a lifeline for humankind to be reconciled with God and with each other. God gave
humankind the power to claim victory in their conflict with Satan. This victory will be
most clearly displayed when Christ returns in all his glory. After one final battle, conflict
will cease. Until then, followers of Christ are to be involved in the ministry of
reconcihation (2 Cor. 5:18).
Sometimes the conflict is the result of evil desires that still lurk in the hearts of the
redeemed. Sometimes the conflict is the result of holy desires seeking for God's kingdom
to be established here on earth. Jack Haberer coins a new word "GodView" to express the
cause of such conflicts between God-fearing Christ-followers. Haberer gives the
definition of a GodView:
[0]ur view of who God is, our view of what God is doing in the world, our
view of what God is calling the church to do, our view of what God is
calling us to do. A view that finds its basis in the revealed word of God...
A view. . . that is so deeply dyed into the lens of one's eyes that it colors
everything one sees and predisposes us to tap our toes to the rhythm of
particular beats of scripture and tradition and to tune out altogether other
beats of scripture and tradition. (34)
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The temperaments, faith experiences, spiritual gifts, affiliations, environments, and one's
sense of call all contribute to the development of one's GodView. Ken Sande sees the
conflicts that arise from these GodViews (though he does not use this term) as a result of
the diversity of God's creatures (25). Hence, these GodViews are not inherently right or
wrong in themselves. On the other hand, I contend that because having neither perfect
knowledge nor perfect motives, Christians find themselves with different GodViews that
drive them into conflict with one another. James 4:2-4 captures these thoughts
beautifully:
You want something but don't get it. You kill and covet, but you cannot
have what you want. You quarrel and fight. You do not have, because you
do not ask God. When you ask, you do not receive, because you ask with
wrong motives, that you may spend what you get on your pleasures. You
adulterous people, don't you know that friendship with the world is hatred
toward God? Anyone who chooses to be a friend of the world becomes an
enemy of God.
In other words, regardless of the symptoms, at its core, conflict is an issue of bondage to
. 9
sm.
Mention conflict and most will think of conflict management or conflict
resolution. I agree with Speed B. Leas that the word resolution is best avoided because
.resolution implies that every conflict can result in a solution (12). Leas' usage of the
word "manage" to mean "to get along" or "to make out" or "to muddle through" (12) is
also inadequate when applied to leaders. God did not call leaders to muddle through.
Leaders are by definition persons who lead, who influence, who get their followers
through. So when leaders are dealing with conflict, they are not merely resolving the
I make a distinction between sin and bondage to sin. People recognize that not all conflict is
caused by sin. Nevertheless, conflict exists in the world because sin has marred the entire creation and so
holds her in bondage.
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conflict, neither are they merely managing the conflict. They are leading through the
conflict.'" Resolution and management may be present but their focus is on leadership
through the conflict. The goal of leaders in dealing with conflict is not just to bring peace
into the situation. Leaders in conflict leadership are seeking to bring all parties to the
vision they are so passionately providing leadership for. The implication is that at times,
conflict leadership does not result in peace between all parties in conflict because to
attain the peace, the vision has to be sacrificed. For example, a pastor who had a renewed
vision to reach out to the community with the love of Jesus might find opposition from
some church members who prefer things to remain as they were. The best efforts of the
pastor and even other spiritual leaders in the community might not be able to resolve the
conflict between the church members and the pastor. For the sake of the kingdom, the
pastor in providing leadership to the church would press on towards the vision, praying,
hoping, and continuing to work for peace with the church members. The desired peace
might remain an elusive dream in such a situation.
Conflict leadership is also a most apt term when one considers a key process in
dealing with conflicts. In dealing with conflict, leaders must first lead themselves before
leading others through the conflict. Even before studying the issues related to the conflict
and even before considering the contribution by other parties that led to the conflict,
leaders must first reflect on their part in the conflict. Mark Buchanan agrees as he sees
the discipline to humble oneself to acknowledge one's own shortcomings as a key step in
dealing with conflict (56). Because conflict is endemic to the human race and because all
Jinkins sees the resolution and management of conflict as attempts to return to a relational state
of the past or present (2.3-24). Though Jinkins uses the phrase "lead through conflict" in the final line on his
discussion on conflict, he appears to prefer the phrase "minister through conflict." He proposes that pastors
are to minister through conflict because they are purveyors of the hope ofGod's redemptive work in the
world (22-27).
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leaders on earth are members of the human race, the resolution of the conflict could well
lie in the leaders' self-examination. Self-examination reminds the leader that he must
"first get rid of the log from [his] own eye; then perhaps [he] will see well enough to deal
with the speck in [his] friend's eye" (Luke 6:42, NLT). When conflict descends upon
leaders, the first consideration is that they might be the source of conflict; the conflict
might be an outward manifestation of what the leader is inwardly (Huggett 70).
Like looking into the mirror, self-examination in the midst of conflict is one of the
most mature things that leaders do (McNeal 162). In a conflict that involves the leader,
the leader might find self-examination a difficult thing to do. The leader's "self-
protective instincts tend to move in the opposite direction" (Leas 30) in the midst of a
conflict. Put another way, the sin nature in leaders seeks to blame rather than to confess.
Leaders see the demons in the other person rather than acknowledge that the demons of
pride and self-interest are lurking within their souls, waiting to consume them. When
leaders are able reflect on and acknowledge their part in the conflict, it offers "the
opportunity to resolve conflict at the source, not simply to address the symptom" (Yperen
250). When leaders are able to allow the Spirit to help them see the truth of their
condition, they have the opportunity to be set free from the bondage that led to the
conflict. By starting with the assumption that they may be part of the problem, the
underlying causes for the conflict might be uncovered, which gives leaders the
opportunity to lead the people through the conflict rather than just providing superficial
solutions that never address the basic issues. If leaders choose instead to prescribe
superficial remedies to the conflict, the conflict might return and not just return but return
with a greater vengeance. Hence, conflict leadership begins with self-examination.
Kow 70
Self-Examination
The classical discipline for self-examination is also known as the spiritual
discipline of examen. Marjorie J. Thompson sees examen as a discipline that "allows us
to become people who are at peace with ourselves, and who can therefore make peace
with others" (106). Examen is thus an antidote to conflict; enabling the spiritual leader to
lead in and through the conflict.
The discipline of examen is not self-introspection but a journey with God into the
innermost parts of one's being. The point of examen is not self-deprecation but to
become more God-centered. Examen is a journey fuelled and accompanied by God's
love.
Most people would rather not practice the spiritual discipline of examen. Their
history of being shamed might increase their resistance to self-examination for "fear of
feeling debilitated by shame or swept away by remorse" (Barton, Sacred Rhythms 91).
Their fragile self-worth or perfectionism adds to the reluctance to face their darkness for
fear that their lives would become completely unraveled. Most people would rather hide
than face rejection.
For spiritual leaders who are maturing in Christ, the greater awareness that they
are not the Christlike leader they should be heightens the tendency to hide the dark
wounds of their soul.
At the same time, a deep longing to be fully known and to be loved
unconditionally is in every person. Everyone longs to have someone know them
thoroughly including the darkness in their souls and loves them anyway. Barton describes
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this longing: "We long for a love that is strong enough to contain our frailty and
sinfulness" {Sacred Rhythms 92).
With both these drives within their souls, people vacillate between facing their
darkness and longing for unconditional love, a love that they know comes from God and
God alone. The spiritual discipline of examen provides a way of receiving the love of
God in the places of their brokenness and sin. Examen is a practice that facilitates their
"awakening to the presence of God as God really is and an awakening to [themselves] as
[they] really are" (Barton, Sacred Rhythms 93).
Psalm 139:23-24 is a classic passage articulating the practice of examen. Reading
Psalm 1 39 from the beginning, one finds that self-examination begins with God. The
psalmist begins by acknowledging that God had already searched him and known him.
So, the discipline of examen is not that the psalmist was inviting God to know him but
that the psalmist was inviting God to help him know himself.
The examen of consciousness and the examen of conscience are the two
traditional practices of examen.
The examen of consciousness might be called a daily review. This discipline
increases the leaders' awareness that God is present with them always. Whether they are
asleep, awake, engaged in an activity, or relaxing, God is there. God is present even in
the darkness of their lives. This discipline helps them to experience the truth of Psalm
139:7-10:
Where can I go from your Spirit?
Where can I flee from your presence?
If I go up to the heavens, you are there;
if I make my bed in the depths, you are there.
If I rise on the wings of the dawn,
if I settle on the far side of the sea,
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even there your hand wiU guide me,
your right hand will hold me fast. (NIV)
The examen of consciousness involves the reviewing of the day and inviting God to show
leaders where he was present and how they responded to his presence. Questions that
might be used in this discipline include
� How was God present with me today?
� What promptings did I notice?
� How did I respond or not respond?
As leaders reflect on the day, they might come to realize that God was loving
them through a particular kind act of a stranger or God was protecting them from an
accident. They might also notice a moment when they acted in a selfless manner towards
their loved ones. These moments are where God was working in and through their lives.
Leaders might also notice those moments when they failed to respond to God's
gracious acts in their lives. Perhaps the leaders were too preoccupied with what they were
trying to accomplish in ministry. Perhaps the leaders were too prideful to learn from
someone whom they deemed to have nothing to teach them. Noting these moments might
lead the leaders to repentance and also attune their spirits to such moments in the future
where they will respond faithfully to God's act in their lives.
The examen of conscience is similar to the examen of consciousness in that they
are both daily reviews. The difference lies in inviting God to show the leaders where they
had fallen short of the character of Christ. The attitudes, actions, and moments in the day
are subjected to the searchlight of Christ's love to reveal the darkness of their souls. Here
the leaders are willing to reflect on what contributed to the situation and how they might
respond differently in the future. At the same time, the leaders become aware of the self
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that has conformed to the hkeness of Christ. Here the leaders'are grateful for God's
transforming grace in their life.
Barton suggests that the examen of conscience "involves three elements that are
subtle and yet distinct" (Sacred Rhythms 102). The first element is recognizing what went
wrong in a behavior or action. This recognition might be a vague sense of something that
was not quite right, like subtle resistance to act selflessly towards their children or
something more obvious like an angry outburst. The second element is the willingness to
identify and own the failure. This willingness goes further by naming what was going on
inside of them that led to the action. The naming process is classically understood as
purgation, "in which God gradually strips us of more and more layers of our own
sinfulness" (102). M. Robert Mulholland, Jr. distinguishes these layers as (Invitation 82-
86):
� Obvious sins, that even culture shuns;
� Culturally accepted practices that are clearly unacceptable to God,
including "behaviors that are not inherently bad but would be unloving or unhelpful in a
particular context" (Barton, Sacred Rhythms 102);
� "Unconscious sins and omissions" (102), hindrances to one's growth that
might include the subtle ways the ego manipulates one's actions or nonactions for self-
serving desires; and,
� "Deep-seated attitudes and inner orientations" (103) where one's
innermost being trusts self rather than God for well-being and where anxiety and self-
preservation drive one's behaviors and hence one's need to abandon fuUy to God.
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The final element is confession. Confession is the goal of the examen of
conscience. Thompson suggests that "confession unlocks a process of spiritual healing,
opening us to forgiveness, cleansing, reconciliation, and renewal" (91). Confession opens
the pathway for reconciling broken relationships. Extending and receiving forgiveness
makes reconciliation possible. This forgiveness "requires a joint consideration of both
divine and human forgiveness, with priority given to the former" (Lundberg 296). The
grace to forgive begins with receiving the grace of forgiveness from God. Confession
opens the hearts of spiritual leaders to receive grace to lead through a conflict.
Confession requires the willingness to not only take responsibility for one's
behaviors but also for the inner darkness that drives one's actions. Confession is thus
personal. In the examen of conscience, leaders confess the truth about themselves to
themselves and to God. The acknowledgement of the leader's darkness provides the
pathway for the leader to lead through the conflict. Leading through the conflict might
also require interpersonal confession. Interpersonal confession is acknowledging one's
broken self with a trusted friend or with the person one has hurt. As leaders, the
confession might even be communal. The people who are hurt in the conflict might be the
community the leader is leading. Here, the confession would be in the context of a
community.
The guidelines for practicing silence and solitude apply to the practice of self-
examination. Other helpful specific guidelines for leaders practicing the discipline of
examen are (adapted from Barton, Sacred Rhythms 108-09):
� Preparation: Spend a few moments in silence, allowing the mind and heart
to be still and know the height, the breadth, and the depth of God's love.
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� Invitation: Invite God to go on a search for evidence of his presence
throughout the day and in the search for self-knowledge.
� Review: Review the day. Identify the major events of the day, including
the spiritual practices, meals, appointments, interactions with others, and significant
events at work. Reflect on each of the events, noticing where God's love was felt and
where God was speaking, guiding, or showing something new about him. Reflect on
God's presence in the conflict being experienced.
� Thanksgiving: Thank God for each part of the day, for his presence in the
midst of the day, for those moments when one senses a growing freedom from sin and a
greater capacity to love God and others. Thank God too for those moments when the
situation felt dark and confusing.
� Confession: Using Psalm 139:23-24 as a prayer, invite God to bring to
mind attitudes, actions, or moments where one fell short of exhibiting the character of
Christ. The Beatitudes or the Ten Commandments might also be used as a liturgical aid to
confession. Specifically reflect on what contributed to the conflict and what might enable
a different response in the future.
� Forgiveness: Ask forgiveness of God and be assured of his forgiveness,
claiming his promise in 1 John 1 :9. Ask God whether anything needs to be done to make
the situation right. Ask God for the steps to be taken to provide leadership in the conflict.
� Spiritual friendships: Seek out spiritual friends and teU them about one's
self-discovery. Confessing and resolving to pursue transformation in this area with
spiritual friends help to seal the commitment to change.
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The discipline of self-examination enables spiritual leaders to lead through a
conflict as they experience confession and forgiveness in the presence of God.
Concluding Remarks
The five key leadership competencies required of spiritual leaders are vision,
communication, team ministry, empowerment, and conflict leadership. All these
competencies require resources that come from the inner life of the leader. Vision
requires leaders to be prepared in their hearts and minds to receive the revelation from
God. Communication is at its best when leaders have the self-control to speak the right
words at the right time in the right way to the right people. Team ministry calls for
leaders to acknowledge their inadequacy and their predisposition to manipulate others for
selfish needs. Empowerment necessitates leaders to relinquish control and release their
power to those with whom they are leading. Conflict leadership is best exercised when
leaders are first able to confess their part in the conflict.
The time-tested practice in the church that unleashes the resources from the inner
life of leaders is the practice of spiritual disciplines. The literature attempts to
demonstrate the interrelatedness of the spiritual disciplines with the leadership
competencies. Meditation heightens the leaders' sensitivity to God's revelation enabhng
them to receive God's agenda for their lives and ministry. Silence stills the hearts of
leaders to hear the voice of God so as to be able to speak the words inspired by the Spirit.
Solitude frees leaders from the manipulation of others for selfish ends as they find their
inadequacies met by the adequacy of God himself. Prayer leads leaders to relinquish their
hold on power, making them conduits of God's power to others. Self-examination opens
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the pathway to confession that leads to the offer and reception of forgiveness and thus
enables leaders to lead through the conflict.
The spiritual disciplines in themselves do not change leaders. The spiritual
disciplines lead leaders to the place where the transforming Spirit brings changes that
affect their inner life and consequently their outer life as well. When the transformation
of the inner life occurs resulting in the enhancement of the competency of the leader,
spirituality and leadership development have intersected into a symbiotic discipline.
Conclusion
The literature addressing the intersection of spirituality and leadership is quite
scarce. This study would add to the limited literature that integrates spiritual formation
and leadership development into a symbiotic discipline.
A review of the literature did not unearth a definitive set of leadership
competencies. Nevertheless, a number of leadership competencies appear in much of the
literature. The five key competencies used in this study were: vision, communication,
team ministry, empowerment, and conflict leadership. Reflection on these five
competencies yielded five corresponding spiritual disciplines. They are meditation,
silence, solitude, prayer, and self-examination.
This study evaluated the impact of the spiritual leadership program that inculcated
all five spiritual disciplines into the members-on-trial such that their leadership
competencies grew as well.
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CHAPTER 3
METHODOLOGY
The Purpose
The purpose of this study was to evaluate the efficacy of an in-ministry spiritual
leadership program based on spiritual disciphnes on the leadership competencies of the
members-on-trial of the Trinity Annual Conference of The Methodist Church in
Singapore. After the conclusion of the spiritual leadership program, the changes in the
practice of spiritual disciplines and the leadership competencies of the members-on-trial
were correlated.
Research Questions
Three research questions guided this study.
Research Question 1
What was the impact of the spiritual leadership program on the spiritual
disciplines of the members-on-trial?
The research project build on the premise that increasing the practice of spiritual
disciplines of the participants would positively impact their leadership competencies. A
researcher-designed questionnaire helped to determine the changes, if any, in the practice
of the spiritual disciplines of meditation, silence, solitude, prayer, and self-examination in
the participants.
Only the participants completed this questionnaire because the practice of the
spiritual disciplines was best ascertained by the participants. The comparison of their
responses before and after the spiritual leadership program provided a picture of how the
program impacted the spiritual disciplines of the participants. The questionnaire also had
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the participants describe how they had grown in their practice of the spiritual disciplines
as a result of the spiritual leadership program.
Research Question 2
What was the impact of the spiritual leadership program on the leadership
competencies of the members-on-trial?
The answer to this research question would determine the changes, if any, to the
leadership competencies of the participants as a result of the spiritual leadership program.
A researcher-designed questionnaire measured the participants' competency in discerning
a vision, communication, team ministry, empowerment, and conflict leadership before
and after the spiritual leadership program.
The respondents selected by the participants completed the questionnaires.
Comparing the responses before and after the spiritual leadership program provided a
picture of how the program impacted the leadership competencies of the participants.
Because the duration of the program might be too short to make an impact on the
participants such that the selected respondents could observe changes in leadership
competencies, the participants were also asked to describe how they had grown in
.leadership competence.
Research Question 3
What aspects of the spiritual leadership program had the greatest impact on the
spiritual disciplines and leadership competencies of the members-on-trial?
The answer to this research question revealed the aspects of the spiritual
leadership program that influenced the outcome of the study. Included in the post-
program questionnaire to the participants were questions asking for their reflection on
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their practice of the spiritual disciplines, their growth in leadership competencies, and
how the program had contributed to their growth.
This study examined the impact of the practice of spiritual disciplines on
leadership competencies. The correlation of the impact of the spiritual leadership
program on the spiritual disciplines and leadership competencies answered the purpose of
the study. The comparison of the results of the spiritual disciplines questionnaire and the
leadership competencies questionnaire determined the correlation.
Participants
The participants of this study were the members-on-trial of the Trinity Annual
Conference of The Methodist Church in Singapore in 2007. 1 chose the members-on-trial
for this study for a number of reasons.
My observation on how pastors often considered spirituality and leadership
development as two dichotomous and separate fields of study partially spurred the
motivation for this study. Hence, choosing participants who were pastors might help to
bridge these two fields of study in their minds.
The choice of the members-on-trial also provided a relatively homogenous group
to conduct the study. The disadvantage of the homogeneity of the group was the
restriction on the number of participants to the number of pastors who were members-on-
trial during the program.
The sixteen pastors who participated in the program were members-on-trial. Of
the sixteen members-on-trial, eight participants (50 percent) were ordained deacons who
had served as assistant pastors for at least two years in a local church of the Trinity
Annual Conference. The other eight participants (50 percent) were assistant pastors who
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had served for less than two years, at the start of this study, in a local church of the
Trinity Annual Conference. The observable characteristics of these participants were as
follows:
� All were serving as assistant pastors in local churches in the Trinity
Annual Conference of The Methodist Church in Singapore;
� All had a theological degree and are graduates of Trinity Theological
College in Singapore;
� Of the sixteen participants, four (25 percent) were first-career and twelve
(75 percent) were second-career men and women in Christian ministry;
� The average age of the participants was 41 (age spread 27-53); and,
� Thirteen of the participants (8 1 percent) were male, and three of the
participants (19 percent) were female.
I also chose the members-on-trial because their level of leadership competence
would likely be lower than the pastors who had been in the ministry for some time. The
lower level of leadership competence might afford more room to grow and hence be more
easily observed.
Even if the more experienced pastors had lower levels of leadership competence,
the members-on-trial were more likely to be open to learning and to undergo the rigors of
the spiritual leadership program.
The choice of the members-on-trial as the program participants was also because
of the greater likelihood that they would complete the program. The relative ease of
obtaining responses from the members-on-trial was another factor.
I considered two other groups of people for this study. I did not choose the staff
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team that I led because my executive authority over them might influence the results of
the study. I did not select the lay leadership in my church because many of my lay leaders
travel at a frequency that would have made their completion of the program difficult to
achieve.
Instruments
The spiritual disciplines and leadership competencies of the participants were
evaluated with two researcher-designed questionnaires.
Spiritual Disciplines Questionnaire
The spiritual disciplines questionnaire measured the participants' practice of the
spiritual disciplines of meditation, silence, solitude, prayer, and self-examination. The
participants answered three questions on each spiritual discipline covering the frequency,
duration and practice of the disciplines.
Before the start of the spiritual leadership program, the participants completed the
spiritual disciplines questionnaire (see Appendix B). A question that asked the
participants' experience with the five spiritual disciplines before the program gave
additional information. A second additional question asked the participants' practice of
other spiritual disciplines. These questions provided a baseline understanding of the
participants' practice of the spiritual disciplines.
The responses might inform any changes that had to be made to the spiritual
leadership program. The responses received did not require any changes to be made to
the spiritual leadership program. The received responses also did not reveal any other
spiritual disciplines practiced by the participants that affected the outcome of this study.
A month after the end of the spiritual leadership program, the participants
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completed a similar spiritual disciplines questionnaire (see Appendix C). In place of the
two additional questions, three additional questions asked the participants to reflect on
their growth in spiritual disciplines, their personal assessment of their growth in
leadership competencies, and their perception of how the spiritual leadership program
contributed to their growth in leadership competencies. The questionnaire also included a
question each on other spiritual disciplines and leadership programs that the participants
did during the period of the program.
The question on how the participants perceived their growth in spiritual
disciplines provided further data on the impact of the spiritual leadership program on the
participants' practice of the spiritual disciplines.
Because the duration of the program might be too short to make an impact on the
participants' leadership competencies such that the selected respondents might observe
the changes, the questionnaire also asked the participants to describe how they had grown
in leadership competence. This question added further data on the impact of the spiritual
leadership program on the leadership competencies of the participants.
The third question strengthened the premise of this study that a correlation might
be found between the spiritual disciplines and leadership competencies. The question also
examined whether the possible existence of other elements in the spiritual leadership
program (other than the spiritual disciplines) had an impact on the leadership
competencies of the participants.
The final two questions identified other spiritual disciplines and other leadership
programs that might have influenced the study.
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Leadership Competencies Questionnaire
The participants' selected respondents completed a researcherrdesigned
questionnaire measuring the leadership competencies of discerning a vision,
communication, team ministry, empowerment, and conflict leadership. Because "conflict
leadership" was a new term coined in this study, the questionnaire used the term "conflict
resolution/management" instead.
The selected respondents completed the leadership competencies questionnaire
prior to the first session of the spiritual leadership program (see Appendix D). Twenty
statements on the leadership competencies solicited the selected respondents' perception
of the participants' abilities and aptitudes. The questionnaire also asked the selected
respondents to describe their pastor's competency in vision, communication, team
ministry, empowerment, and conflict leadership.
One month after the end of the spiritual leadership program, the selected
respondents completed the same questionnaire (see Appendix E). The post-program
questionnaire was exactly the same form as presented in the pre-program questionnaire.
In addition, the post-program questionnaire asked the selected respondents to describe the
changes, if any, of the participants as a result of having completed the spiritual leadership
program.
Questionnaires Pretest
In order to establish face validity, twenty-five pastors in Singapore and forty-one
lay persons of Faith Methodist Church, Singapore participated in the pretest of both the
questionnaires. I mailed the questionnaires to the pretest participants and asked them to
return the questionnaires either by mail or in person. The pretest participants also
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completed a feedback questionnaire that identified confusing questions and their
perceptions of the survey. Other than grammatical errors, the pretest did not result in any
major changes to the questionnaires.
Data Collection
Two groups of people provided the data: the participants and the participants'
selected respondents.
Participants
I mailed the pre-program spiritual disciplines questionnaires to the participants
before the first session of the spiritual leadership program. Included with the
questionnaire was a cover letter describing the nature of this study (see Appendix F). A
reference letter from the president of the Trinity Annual Conference of The Methodist
Church in Singapore emphasizing the importance of the study accompanied the cover
letter (see Appendix G). He also assured the participants that their responses would be
confidential and would not be used to appraise the participants in any way. The
participants returned the questionnaires before the first session of the program using the
stamped, self-addressed return envelope provided.
I mailed the post-program spiritual disciplines questionnaires to the participants
one month after the completion of the spiritual leadership program. Included with the
questionnaire was a cover letter to thank the participants (see Appendix H). The
participants returned the questionnaire within four weeks using the stamped, self-
addressed return envelope provided. 1 personally sent e-mails to remind the participants
to return the questionnaires by the deadline.
Only fifteen participants returned the completed questionnaires though 1 mailed
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sixteen spiritual disciplines questionnaires to the participants before and after the
program. All the participants acknowledged receipt of the questionnaires. None of the
participants indicated non-completion of the questionnaires. I did not query the
participants on the one non-returned questionnaire to preserve the confidentiality of the
data collection process.
Participants' Selected Respondents
A questionnaire completed by 160 persons selected by the participants was the
primary means to evaluate the leadership competencies of the participants. Each
participant selected ten respondents subjected to the following criteria:
� All the selected respondents must be in a position to observe the ministry
of the participant;
� The selected respondents should preferably include the participant's
pastor-in-charge or district superintendent, the Local Church Executive Committee
chairperson, the lay leader, and the Pastor-Parish Relations Staff Committee chairperson;
and,
� At least three of the selected respondents must be persons who serve under
the leadership of the participant.
I mailed the pre-program leadership competencies questionnaire to the
participants' selected respondents four weeks before the start of the program, hicluded
with the questionnaire was a cover letter describing the nature of this study (see
Appendix I). With the cover letter was a reference letter from the president of the Trinity
Annual Conference of The Methodist Church in Singapore emphasizing the importance
of the study (see Appendix J). He also assured the selected respondents that their
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responses would be confidential and would not be used to appraise the participants in any
way. The selected respondents returned the completed questionnaire by the first session
of the program using the stamped, self-addressed return envelope provided. The
participants reminded their selected respondents to complete and return the questionnaire
by the deadline.
All 160 selected respondents received the questionnaire on leadership
competencies before the program. One hundred and twenty-two selected respondents (76
percent) returned the completed questionnaire. The high return rate of 76 percent of the
pre-program questionnaires led to the expectation of a similar return rate for the post-
program questionnaires.
1 mailed the post-program leadership competencies questionnaire to the
participants' selected respondents one month after the completion of the spiritual
leadership program. Included with the questionnaire was a cover letter to thank the
selected respondents (see Appendix K). The selected respondents returned the completed
questionnaire within four weeks using the stamped, self-addressed return envelope
provided. The participants reminded their selected respondents to complete and return the
questionnaire by the deadline.
During the program, one of the selected respondents relocated to another country.
Hence, 159 selected respondents received the questionnaire after the program. The
number of completed questionnaires returned was ninety-six (60 percent).
Many of the selected respondents returned the completed post-program
questionnaires after the deadline. A probable reason was that three major events
converged to distract the selected respondents from meeting the deadline for the return of
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the completed questionnaire. The Annual Conference Session, the Christmas season, and
the school vacation period might have kept the selected respondents busy and distracted
from attending to the questionnaire immediately. The distraction might also account for
the lower return rate of the post-program questionnaire. Evidence supporting this
possibility lies with the return of a few completed questionnaires after the analysis of the
data had been completed.
Data Analysis
The data collected was tabulated, analyzed, and interpreted. The comparison and
correlation in the practice of the spiritual disciplines and leadership competencies in the
participants evaluated the impact of spiritual disciplines on leadership competencies.
Specifically, I tabulated the data on the spiritual disciplines according to the
frequency, duration, and practice of the spiritual disciplines. Line graphs displayed the
tabulated data to give a pictorial snapshot on the growth of the spiritual disciplines. The
comparison of the pre- and post-program data and line graphs yielded the growth of the
spiritual disciplines.
The data received on the leadership competencies showed a skewed distribution. I
compared the pre- and post-program totals of the number of participants who responded
"Strongly Agree" and "Agree."
The categorized and tabulated qualitative data for all the questionnaires
substantiated the findings from the quantitative data.
Data from conversations and listening in on the participants' group discussion
during the spiritual leadership program added to the confidence in the findings in this
study.
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Ethics
The participants and the selected respondents might have been concerned that
their responses would be used in ways that might damage their relationships. The
participants, in particular, might be concerned that their responses would be used to
appraise them and so affect their appointments to the churches. The cover letter and the
reference letter assured both the participants and the selected respondents that the specific
data collected would be kept in confidence and that the data would not be used to
appraise the participants in any way. At the first session of the program, the participants
received further assurance of confidentiality.
The methodology in data collection also afforded a high degree of anonymity to
the participants and the selected respondents. I did not make any attempt to identify any
questionnaire with any particular person or church. No correlation between the pre- and
post-questionnaires submissions was made. The completed questionnaires were
numbered sequentially as they were received, identifying each questionnaire as
Participant <no.> or Selected Respondent <no.>. The report of the findings uses these
numbers.
The conclusion of the study saw the destruction of the completed questionnaires.
At the start of the study, I did not consider the disposal of the questionnaires. Because
some of the selected respondents identified either the participant or the church where they
worshipped, I made the decision to destroy the completed questionnaires in order to
maintain the confidentiality promised to the participants and selected respondents.
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CHAPTER 4
FINDINGS
The purpose of this study was to evaluate the efficacy of an in-ministry spiritual
leadership program based on spiritual disciplines on the leadership competencies of the
members-on-trial of the Trinity Annual Conference of The Methodist Church in
Singapore. Three questions guided this study: What was the impact of the spiritual
leadership program on the spiritual disciplines of the members-on-trial? What was the
impact of the spiritual leadership program on the leadership competencies of the
members-on-trial? What aspects of the spiritual leadership program had the greatest
impact on the spiritual disciplines and leadership competencies of the members-on-trial?
Profile of Participants
The participants of this study were the members-on-trial of the Trinity Annual
Conference of The Methodist Church in Singapore in 2007. Of the sixteen members-on-
trial, eight participants (50 percent) were ordained deacons who had served as assistant
pastors for at least two years in a local church of the Trinity Annual Conference. The
other eight participants (50 percent) were assistant pastors who had served for less than
two years, at the start of this study, in a local church of the Trinity Annual Conference.
All had a theological degree from Trinity Theological College in Singapore.
A pre-program questionnaire was administered to the sixteen participants of the
spiritual leadership program with fifteen returns. Participants provided information on
their practice of spiritual disciplines before the program. The participants indicated that
they practiced most of the disciplines discussed in this study, albeit with varying
frequency and duration. Three participants also practiced the discipline of fasting and one
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participant each also practiced the disciplines of journaling. Sabbath, service, and
reading.
A post-program questionnaire was administered to the sixteen participants of the
program with fifteen returns. Participants described any changes in their practice of the
spiritual disciplines and in their competence in leadership. The questionnaire also asked
the participants how the spiritual leadership program contributed to their growth in
leadership.
The questionnaire sent to about 160 respondents selected by the participants
provided the data to evaluate the leadership competencies of the participants. Of the 160
selected respondents, 12 percent were pastors. The pre-program questionnaire mailed to
the 160 participants' selected respondents yielded 122 returns, a 76 percent return rate.
The pre-program questionnaire provided a picture of how the selected respondents
perceived the leadership competencies of the participants. The post-program
questionnaire mailed to the 159 participants' selected respondents yielded ninety-six
returns, a 60 percent return rate. The reduction of one selected respondent was due to the
relocation of the selected respondent to another country. Hence, this selected respondent
would not be able to give an observable response required by the questionnaire. The post-
program questionnaire sought to identify any observable changes in the participants'
competence in leadership as a result of having completed the spiritual leadership
program.
The Impact on the Spiritual Disciplines
The data collected showed that, before the program, all the participants practiced
one or more of the disciplines examined in this study as expected of the participants.
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being pastors. The discipline ofmeditation was practiced daily by two thirds of the
participants (see Table 4. 1). The majority of the participants practiced the disciplines of
silence, solitude, and self-examination less frequently.
Table 4.1. Comparison of Participants' Frequency in Practicing the Spiritual
Disciplines
Pre-Program (N=15) Post-Program (N=15)
% %
Meditation Silence Solitude Self-
Examination
Meditation Silence Solitude Self-
Examination
Every day 67 33 33 40 20 40 20 40
Once a week 33 27 27 27 73 40 60 40
Once a month 0 27 33 13 7 7 13 0
None of the above 0 13 7 20 0 13 7 20
After the program, most of the participants practiced the disciplines at least once a
week. The participants who practiced the discipline of silence at least once a week and
every day increased by 20 percent. The participants who practiced the disciplines of
meditation, solitude, and self-examination at least once a week but not every day also
increased, with the discipline of meditation registering an increase of 40 percent and the
discipline of solitude an increase of 33 percent.
Amid the increased frequency of the participants' practice of the disciplines, a
statistic observed in Table 4.1 was surprising. The percentage of participants who
practiced the disciplines of meditation and solitude every day decreased.
Correspondingly, the number of participants who practiced both of these disciplines at
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least once a week increased.
Table 4.2 presents the data of the amount of time the participants spend in
practicing the disciplines of meditation, silence, solitude, and prayer.
Table 4.2. Comparison of Participants' Duration in Practicing the Spiritual
Disciplines
Pre-Program (N=15) Post-Program (N=15)
% %
Meditation Silence Solitude Prayer Meditation Silence Solitude Prayer
<15 mins 3.3 40 13 33 27 20 7 13
15-30mins 40 33 27 53 53 67 53 67
30-60niins 20 7 27 7 7 13 27 13
>60mins 7 13 27 0 7 0 13 0
None 0 7 7 7 7 0 0 7
The participants' duration in practicing the spiritual disciplines of meditation,
silence, solitude, and prayer followed a similar pattern as that of the participants'
frequency in practicing the spiritual disciplines.
Before the program, 27 percent of the participants practiced the discipline of
meditation for more than thirty minutes. The percentage reduced to 14 percent after the
program. Fewer participants, 27 percent, practiced the discipline of meditation for less
than fifteen minutes compared to 33 percent before the program. The percentage of
participants practicing the discipline for fifteen to thirty minutes increased from 40
percent to 53 percent.
Prior to the program, 20 percent of participants practiced the discipline of silence
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for more than thirty minutes. Subsequent to the program, the percentage of the
participants reported practicing the disciphne of silence for more than thirty minutes
decreased to 13 percent. The participants who practiced this discipline for less than
fifteen minutes also decreased. In contrast, the number of participants who practiced the
discipline of silence for fifteen to thirty minutes was doubled.
The practice of the disciplines of solitude had a similar pattern. The proportion of
participants who practiced the discipline of solitude for more than thirty minutes
decreased from 54 percent to 40 percent. Twice the number of participants practiced the
discipline of solitude between fifteen and thirty minutes after the program.
The practice of prayer for more than thirty minutes saw a 6 percent increase in the
number of participants. The percentage of participants practicing the discipline of prayer
for less than fifteen minutes followed the same pattern as the other disciplines decreasing
from 33 percent to 13 percent. The participants who practiced the discipline of prayer for
fifteen to thirty minutes increased from 53 percent to 67 percent.
The duration in the participants' practice of the spiritual disciplines generally
changed after the program. Many participants gravitated towards practicing each
discipline for fifteen to thirty minutes. Some participants increased their duration while
others decreased the time spent on the discipline. The net consequence was that the
number of participants who practiced the spiritual disciplines for fifteen to thirty minutes
increased after the program.
The following information describes the findings for each spiritual discipline in
this study.
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Meditation
Prior to the program, participants already beheved in reading and meditating on
the Bible regularly and shared how this practice was beneficial to them when they do so.
Nevertheless, no mention was made of the practice of lectio divina. During the program,
many of the participants expressed that the practice of lectio divina was either new to
them or not practiced in their lives. From the participants' description of their practice of
meditation, the participants appeared to see meditation as having an impact primarily on
their personal lives. No mention was made of how meditation on Scripture impacts the
vision for their life and ministry.
Figures 4.1, 4.3, 4.5, and 4.8 (pp. 95, 98, 99, and 102, respectively) illustrate the
data in Table 4. 1 .
Figure 4.1. Comparison of frequency in practicing meditation.
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The hne graph in Figure 4.1 malces clear that after the program, a shift in
frequency of the participants' practice ofmeditation took place. Many of the participants
apparently moved from practicing meditation every day to once a week.
Figures 4.2, 4.4, 4.6 and 4.7 (pp. 96, 98, 100, and 101 , respectively) illustrate the
data in Table 4.2.
As discussed previously, the duration in practicing the disciphne of meditation
moved toward fifteen to thirty minutes (see Figure 4.2), with some participants increasing
their duration from less than fifteen minutes and other participants reducing their duration
from more than thirty minutes.
60.00 T
<15mins 15-30mins 30-60mins >60mins None
DURATION
Pre-Progranv�- Post-Program
Figure 4.2. Comparison of duration in practicing meditation.
The program apparently resulted in a decrease in the frequency and duration in
the practice of the discipline of meditation by the participants. Nevertheless, the
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comments of the participants during the program were indicative of a deeper experience
in practicing the discipline. For example. Participant 01 said that he or she "[had] grown
in the area of meditation."
Silence
Prior to the program, at least three participants expressed that they do not
intentionally practice the discipline of silence. Participant 10 wrote, "I don't practice this
because I do not see its benefits, nor fully understand it." For those who practiced this
disciphne, they saw the discipline of silence primarily as a means to hear the voice of
God and his leading. Only two participants appeared to understand the part this discipline
played in communication.
On completion of the program, all the participants practiced the discipline of
silence. Moreover, the participants practiced the discipline more frequently (see Figure
4.3). Comments like that from Participant 03, who wrote, "I have begun practicing
certain spiritual disciplines on a more regular basis eg. Silence," support the data.
Participant 07' s declaration that he or she now "spends more time in quiet" was
indicative of the general increased duration spent by the participants in practicing the
discipline of silence (see Figure 4.4).
Moreover, the participants reported that the experience in the practice of this
discipline had become more significant. For example, one participant shared that "the
times of silence and solitude have become more meaningful. 1 feel that 1 get to hear more
from God."
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Figure 4.3. Comparison of frequency in practicing silence.
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Figure 4.4. Comparison of duration in practicing silence.
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Question 6 in the questionnaire completed by the participants explored their basic
understanding of the exercise of the disciphne of silence. Comparing the question
admmistered before and after the program, the participants' understanding of this
discipline demonstrated no noticeable change.
Solitude
Before the program, though participants acknowledge the value of the discipline
of solitude, most of the participants either did not practice or had difficulty practicing the
discipline intentionally. One participant acknowledged that the practice of the discipline
was uncomfortable for him or her. Prior to the program, none of the participants seemed
to understand the discipline of solitude as one that frees them from the need of others.
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Figure 4.5. Comparison of frequency in practicing solitude.
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After the program, the frequency in the practice of the discipline of silence
generally increased, though the number of participants who practiced the discipline every
day decreased (see Figure 4.5).
Figure 4.6 shows that the time spent in the practice of the discipline of solitude
was also generally increased. As in the practice of the disciplines ofmeditation and
silence, the duration in practicing the discipline of solitude moved toward fifteen to thirty
minutes.
eo.ooj
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Figure 4.6. Comparison of duration in practicing solitude.
A number of participants indicated that the systematic approach to the disciplines
of solitude and silence had helped them be more intentional in the practice.
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Prayer
Prior to the program, most of the participants indicated familiarity and regularity
in practicing the discipline of prayer. From their responses, the discipline of prayer
appeared to have been frequently practiced. Awareness that prayer was an expression of
the participants' belief that all power comes from God was noticeable. Prayer also
energized participants as much before and after the program.
The number of participants who indicated that they never had a prayer retreat
increased twofold. Nevertheless, the number of participants who practiced silent retreats
at least once a month increased from 7 percent to 20 percent.
80.00-
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Figure 4.7. Comparison of duration in practicing prayer.
In comparison with the other disciplines, prayer appeared to be the least impacted
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by the program (see Figure 4.7).
Self-Examination
Before undertaking the program, only two participants suggested that self-
examination helped them to have a clearer perspective of themselves in relation with
others. The participants did not mention the discipline of self-examination in relation to
conflict. The disciplines of consciousness and conscience were also not explicitly
mentioned. Almost half of the participants were not familiar with these practices, though
some participants did describe both these practices of self-examination without using the
terms.
Once a week Once a month
FREQUENCY
None of the
above
� Pre-Program � Post-Program
Figure 4.8. Comparison of frequency in practicing self-examination.
After the program, the participants reported an increase in the frequency in
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practicing the discipline of self-examination (see Fig. 4.8). Specifically, more participants
were practicing the discipline at least once a week, an increase from 27 percent to 40
percent.
The practice of the examination of consciousness increased positively from 47
percent to 80 percent (see Table 4.3). After the program, the percentage of participants
who were not familiar with the examination of consciousness reduced from 27 percent to
0 percent.
Table 4.3. Comparison in the Practice and Understanding of the Examination of
Consciousness
Pre-Program Post-Program
% %
Practicing 47 80
Not familiar 27 0
Others 13 7
Similarly 20 percent of the participants indicated before the program that they
were not familiar with the examination of conscience (see Table 4.4). After the program,
all the participants indicated that they were familiar with the examination of conscience.
The number of participants who practice the examination of conscience saw a
corresponding increase after the program, increasing from 73 percent to 93 percent.
After the program, the number of participants who usually experienced
forgiveness during their times of self-examination increased from 47 percent to 80
percent.
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Table 4.4. Comparison in the Practice and Understanding of the Examination of
Conscience
Pre-Program Post-Program
% %
Practicing 73 93
Not familiar 20 0
Others 1 3 7
Once a Week for Fifteen to Thirty Minutes
If Participant 15's comment was representative of most of the participants, that
since the beginning of the program he or she had "adopted all the spiritual disciplines",
the participants had set aside additional time for their growth in practicing the disciplines.
Participant 01 expressed that he or she "[had] slowed for a longer time for reflection on
the Word . . . [and] spend more time in self-examen." Participant 1 1 declared that he or
she "[could] now practice them for longer periods of time." Tables 4.1 and 4.2 concur
that many of the participants' carved out additional time from their schedule to practice
the disciplines.
Nevertheless, not all the participants increase the frequency and time spent in
practicing every discipline. The number of participants who practiced the disciplines of
meditation and solitude every day decreased after the program (see Table 4.1). The same
number of participants practiced self-examination every day before and after the
program. Table 4.2 shows that, after the program, most of the participants practiced the
disciplines for fifteen to thirty minutes, including some participants who reduced their
duration from more than thirty minutes. On the average, the participants practiced each of
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the spiritual disciplines once a week for fifteen to thirty minutes.
Systematic Approach
In addition to the change in frequency and duration in the practice of the spiritual
disciplines, the participants expressed that they were able to practice the disciplines more
systematically. For example, Participant 1 1 found that what he or she "found particularly
helpful was the step-by-step approach that has enabled [him or her] to put [the spiritual
disciplines] into practice."
Life Change
The participants' comments also demonstrated that their increased practice of the
five spiritual disciplines was beginning to result in life change. For example. Participant
15 declared, "I see some baby steps of change on the inside such that I think and desire
what is good and godly."
Overall Impact
The discussion in the previous paragraphs demonstrated that the participants at
least increased in practicing three of the spiritual disciplines: silence, solitude, and self-
examination. The discipline of meditation appeared to have been negatively impacted by
the program, decreasing in both the frequency and duration of practice. The discipline
of
prayer remained largely unchanged except that the practice of prayer
retreats became
more frequent.
Table 4.5 categorizes the participants' response to the question of how they had
grown in the practice of the spiritual disciplines. The percentage
does not add up to 100
because some participants gave comments that fulfilled the criteria of more than one
category.
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Table 4.5. Categories of the Participants' Post-Program Responses as to How They
Have Grown in Their Practice of the Spiritual Disciplines (Question 16)
N = 15
n %
Life change in the participant 8 53
More systematic practice 6 40
Increased frequency 3 20
Increased duration 3 20
No growth 1 7
Table 4.5 provides supporting data for the conclusion that the spiritual leadership
program had made an impact on the spiritual disciplines practiced by the participants.
The overall increased frequency and duration in practicing some of the spiritual
disciplines testify to the impact of the spiritual leadership program.
The Impact on the Leadership Competencies
Each participant chose ten people whom the participants assessed to be able to
provide accurate feedback on their leadership competence. The responses from both the
selected respondents and the participants provided data on the impact of the spiritual
leadership program on the participants' leadership competencies. The data received from
the selected respondents showed a skewed distribution.
Tables 4.6 to 4.10 (pp. 108-17) summarized the selected respondents' perception
of the participants' competence in the five areas in this study. Comparisons between the
pre- and post-program totals of the number of participants who responded "Strongly
Agree" and "Agree" showed that most of the competencies recorded some level of
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perceived growth after the program.
I now turn to the findings for each leadership competence in this study.
Vision
Before the program, most of the selected respondents did not articulate that they
had a definite sense of the vision of the participants. Many selected respondents saw the
participants aligning to the vision of the church or with the vision of their pastor-in-
charge. Some expressed that the participants did not have or were not clear in their
vision. Selected Respondent 64 admitted "that the Pastor's vision is not obvious."
Selected Respondent 82 even concluded that the participant was "not a visionary man."
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Figure 4.9. Comparison of selected respondents' perception
of the participants'
competence in vision.
for the lack of perceived vision by the selected respondents might be
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due to the inadequate communication of the participants' vision to others. Selected
Respondent 108 lamented that the participant's "vision [had] not been very clearly
communicated."
After the program, the participants' vision appeared to be more obvious to the
selected respondents (see Figure 4.9). In every question related to vision, the selected
respondent's perception of the vision of the participants showed a marked percentage
increase (see Table 4.6).
Table 4.6. Selected Respondents' Perception of the Participants' Vision
Pre-Program (N=122) Post-Program (N=96)
% %
Clear sense of vision 71 88
Know the vision of the pastor 54 68
Others are clear where the pastor is leading them 52 65
Vision demonstrated in the pastor's life and actions 71 84
Some of the selected respondents described the growth in the vision of the
participants in the following ways:
� "He is more focused on his plans";
� "A clearer articulation of the challenges, trends and what needs to be
done";
� "Clearer and more definitive";
� "Seems more intentional in giving directions";
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� "Seems more confident, knows his direction";'
� "She sets clearer and more succinct vision"; and,
� "He is more focused in whatever he does."
The participants expressed similar growth in discerning the vision for their life
and ministry. One participant shared that the program had helped build his or her vision
and values as a leader. Another participant said the program had helped in that he or she
had been "able to confirm and clarify the vision [for his or her] life and ministry." The
vision of this participant was fortified through the practice of the spiritual disciplines. A
third participant described growth in the competence of vision by saying that he or she
hears "[h]is direction clearer."
Communication
Though some selected respondents described the participants as good
communicators, the description was primarily about unidirectional communication as a
preacher to a congregation, hi a few instances, the selected respondents found that the
participants were rather lacking in this area of leadership competence. Selected
Respondent 102 wrote, "I have difficulty understanding his thoughts." One selected
respondent was unambiguous in stating that the participant was "not good in
communicating ideas."
After the program, the selected respondents noted that some of the participants
had improved in their unidirectional communication of preaching. Some of the
participants had even improved in their general communication. Selected Respondent 35
declared that the participant "has improved in his communication skills."
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Table 4.7. Selected Respondents' Perception of the Participants' Communication
Pre-Program (N=122)
%
Post-Program (N=96)
%
Ability to communicate 85 86
Often persuaded by the pastor 64 75
Most can understand the pastor 84 84
Knows when to speak and when to be silent 79 85
Table 4.7 demonstrates the growth in communication by the participants as
perceived by the selected respondents.
100.00 T
I
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Figure 4.10. Comparison of selected respondents' perception of the participants'
competence in communication.
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Table 4.7 shows a marginal increase in the number who agree or strongly agree
on two of the questions related to the competence of communication. After the program,
more selected respondents appeared to find the participants more persuasive, but their
comprehension of what their pastor said remained unchanged. The varied result prevents
a conclusive finding that the competence of communication was altered after the
program. In other words, the program did not appear to have a definite impact on the
selected respondents' perception of the participants' competence of communication (see
Figure 4.10).
This finding might not be surprising when one considers the comments by some
of the selected respondents in the post-program questionnaire:
� "[C]annot communicate clearly otherwise if there is no clarity in his own
mind"; and,
� "Talks too much at times making it difficult for others to trust him. Tends
to be one sided in conversation/communication."
In contrast, the participants' self-assessment of their communication growth was
more definitive. Many participants reflected that they had become better communicators
especially in the listening component of communication. Some of the selected
respondents might agree as shown by the data on the area of knowing when to speak and
when to be silent; growing from 79 percent to 85 percent (see Table 4.7). When asked
how their leadership competencies had grown as a result of the program, the participants
contributed the following comments:
� "[M]ake a more concerted effort to remain silent so that I can listen more
attentively to the speaker";
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� "The need for silence and intentional reflection in leadership has been
most helpful. Have learnt to be 'slow to speak, quick to listen'";
� "1 have been more reflective and conscious ofmy reaction to others as I
lead";
� "[H]as helped me to listen attentively to others and the voice of God and
respond appropriately";
� "[Tjrying to listen first instead of jumping in"; and,
� "[Ljisten to all views from everyone involved in the issue before giving
my views."
The difference in the selected respondents' and the participants' perception of the
participants' growth in the competence of communication might demonstrate one
weakness in this study. The following chapter discussed this weakness further.
Team Ministry
Prior to the program, few selected respondents (less than 8 percent) had anything
negative to comment about the participants' team ministry. Most of the comments also
described the participants as team members not team leaders.
After the program, the selected respondents perceived almost no change in the
participants' team ministry (see Table 4.8 and Figure 4.1 1). Many of the selected
respondents affirmed the team ministry of the participants, but almost none commented
on the growth in the participants' competence in team ministry. The participants appeared
to agree as they did not indicate any growth in team ministry.
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Table 4.8. Selected Respondents' Perception of the Participants' Team Ministry
Pre-Program (N=122)
%
Post-Program (N=96)
%
Practice team ministry 80 82
I like serving with the pastor 86 86
Enjoy working with the pastor 88 85
Teams are very united 66 67
Figure 4.11. Comparison of selected respondents' perception of the participants'
competence in team ministry.
Empowerment
In light of the findings on team ministry, 1 expected the same results for
empowerment. The lack of comments on empowerment by the participants when asked
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about their growth in leadership competence fuelled this expectation (see Table 4.1 1).
Unexpectedly, the selected respondents perceived a marked improvement in the
participants' competence in empowerment (see Table 4.9).
Like vision, empowerment recorded a noticeable increase in the selected
respondents' perception of the participants' growth in empowerment (see Figure 4.12).
The improvement was even more important when examined with the comments
made by the selected respondents in the pre-program questionnaire:
� "Cautious and tends not to release authority";
� "This is an area that he has to work on . . . empowering people";
� "Lacking in empowerment skill";
� "It seems to me she empowers others for ministry but less interference is
preferred";
� "I don't get a strong sense of this";
� "Don't see too much of that. Seem not able to let go";
� "Can be further improved especially in delegating tasks to others";
Table 4.9. Selected Respondents' Perception of the Participants' Empowerment
Pre-Program (N=122) Post-Program (N=96)
% %
Empowers others
Gives authority with responsibihty
Fee! supported in ministry
Feel being developed
69
67
80
48
82
79
85
61
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Figure 4.12. Comparison of selected respondents' perception of the participants'
competence in empowerment.
� "Fairly clear but could be improved in empowering and delegating";
� Need to be more aware and intentional to empower and develop and equip
the laity for ministry"; and,
� "While he does try to empower others . . . there is a tendency sometimes to
expect others to work in the same way as he does."
Before the program, 1 1 percent of the selected respondents commented that the
participants could improve in the competence of empowerment. After the program, only
4 percent of the selected respondents made comments that suggested that the participants
were not competent in empowerment.
Some selected respondents commented on the clear improvement in the
participants' competence in empowerment:
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� "He is more sensitive to empower those under his charge";
� "The pastor is being prepared for delegation of responsibilities [and] has
also empowered others more";
� "More ready to let go and empower others to take risk and lead the
ministry work"; and,
� "She is learning to empower her team members more."
The competence of empowerment appeared to have been greatly impacted by the
program such that the change in the participants was noticeable by the selected
respondents.
Conflict Leadership
Prior to the program, many selected respondents commented that they had no
opportunity to observe the participants engaged in conflict leadership. Because the
selected respondents did not receive any negative feedback regarding the participant, they
assumed that the participants had little trouble in this competence. When the selected
respondents commented on conflict, they tend to describe conflict involving two other
parties excluding the participant. A few selected respondents observed that some of the
participants faced challenges in the area of conflict leadership:
� "Not comfortable with dealing with conflicts within her team";
� "Does not manage well when a conflict arises. Has room for
improvement";
� "Can be or can use a little more sensitively [sic]"; and,
� "He has difficulty managing conflicts and potential conflicts, especially
where emotions are involved."
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These comments formed the backdrop upon which the program hoped to help the
participants grow in providing conflict leadership. The objective appeared to have been
met as demonstrated by the marked percentage increase in the selected respondents who
felt that the participants handled interpersonal conflict well. A positive increase in the
percentage of conflicts resolved lent weight to this conclusion (see Table 4.10).
Table 4.10. Selected Respondents' Perception of the Participants' Conflict
Leadership
Pre-Program (N=122) Post-Program (N=96)
% %
Handles interpersonal conflict well 55 78
Feel fairly treated 85 85
Does not need to get his/her own way 85 86
Most conflicts resolved 48 61
The selected respondents described the improvements observed in the
participants. Some of the comments included the following:
� "Has a better ability to consider views of both parties";
� "[LJearning to address issues";
� "[Placing the issue more and handling it appropriately";
� "More objective in dealing with conflicts"; and,
� "There is [sic] definitely some changes in this aspect."
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Figure 4.13. Comparison of selected respondents' perception of the participants'
competence in conflict leadership.
Though the participants demonstrated some growth in their ability to practice
conflict leadership, Figure 4.13 shows no or httle change in two indicators of conflict
leadership. The lack of change in these two aspects indicates that the improvement in
conflict leadership was limited.
Overall Impact
The spiritual leadership program appeared to have made an impact on the
leadership competence of the participants. Nevertheless, not every competence was
developed as a result of the program.
Table 4. 1 1 categorizes the participants' response to the question of how they had
grown in their leadership competence. The percentage does not add up to 100 because
some participants gave comments that fulfilled the criteria of more than one category.
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Table 4.11. Categories of the Participants' Post-Program Responses as to How They
Have Grown in Leadership Competence (Question 17)
n
N = 15
%
Growth in vision 2 13
Growth in communication "6 40
Growth in team ministry 0 0
Growth in empowerment 0 0
Growth in conflict leadership 3 20
General leadership 4 27
More Bible-focused 2 13
Don't know 2 13
The competence of team ministry registered almost no change as perceived by
both the selected respondents and the participants. The participants felt that they had
grown in the competence of communication, while the selected respondents did not see
any improvements. The selected respondents felt that the participants grew in the areas of
vision, empowerment and conflict leadership.
The Aspects That Had the Greatest Impact
The spiritual leadership program made an impact on both the spiritual disciplines
and leadership competencies of the participants. The study found that the participants
grew in the spiritual disciplines of silence, solitude, and self-examination and grew in the
leadership competence of vision, empowerment, and conflict leadership. The leadership
competence of communication grew in the eyes of the participants but not the selected
respondents. Table 4. 12 shows the correspondence of the spiritual discipline and the
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respective leadership competence.
The practice of lectio divina made a difference to the participants. Most of the
participants were not aware of or did not practice lectio divina before the program.
During the program, many of the participants commented that they had personally
benefited in using lectio divina when they practiced the discipline of meditation. Though
the frequency and duration of meditation decreased, the participants expressed that the
more focused practice yielded positive growth in their lives.
Table 4.12. Changes in the Spiritual Disciplines and Corresponding Leadership
Competence
Spiritual Discipline Leadership Competence
Regress in meditation Growth in vision
Growth in silence Growth/no change in communication
Growth in solitude No change in team ministry
No change in prayer Growth in empowerment
Growth in self-examination Growth in conflict leadership
Where correspondence might be made between meditation (lectio divina) and
vision, silence and communication, and self-examination and conflict leadership, the
same could not be made for solitude and team ministry, and prayer and empowerment.
The participants improved in their practice of the discipline of solitude, but the
participants did not correspondingly improve in the competence of team ministry. The
situation for prayer and empowerment was reversed. The participants did not change in
their practice of prayer but their competence in empowerment saw a positive
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improvement.
Table 4.13 categorizes the participants' response to the question of how the
program contributed to their growth in leadership. The percentage does not add up to 100
because some participants gave comments that fulfilled the criteria of more than one
category.
From the responses of the participants to questions 17 and 18 in the post-program
questionnaire, the participants generally believed they had grown in their leadership
competence.
Table 4.13. Categories of the Participants' Post-Program Responses as to How the
Program Contributed to Their Growth in Leadership (Question 18)
n
N = 15
%
Meditation 4 27
Silence 1 7
Solitude 1 7
Prayer 0 0
Self-examination 6 40
Overall program 9 60
Too early to tell 2 13
The participants did not see their growth in leadership competence coming from
the teaching input on leadership; none of the participants commented on the teaching on
leadership in the program. Most of the participants (80 percent) did not attend any other
leadership training during the period of the program. Other than one participant who went
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for a personal retreat with a spiritual director, the other 93 percent of the participants did
not add any other spiritual disciplines to their lives. The participants perceived that their
leadership competence had grown because of the spiritual disciplines they practiced. The
general perception of the participants was that they had become more attentive to God
and to other people. The participants did not ascribe the growth in attentiveness to any
particular spiritual discipline. The intentional practice of all or at least more of the
spiritual disciplines led to the participants' growing attentiveness to God and other
people. At least 50 percent of the participants described some change in their relationship
with God or in their lives.
The discipline of prayer was the only discipline not mentioned or alluded to in
contributing to the participants' growth in leadership competence and spiritual
disciplines. The lack of comments on how prayer contributed to their growth in the
program was not surprising because the participants did not demonstrate any noticeable
change in the practice of prayer.
A large number of participants (40 percent) specifically mentioned that the
systematic and structured approach in the practice of the spiritual disciplines provided a
handle on which the participants could frame their practice of the spiritual disciphnes. As
a result of the framework, the participants were able to practice most or all of the spiritual
disciplines in their lives.
A surprising finding in this study was that the participants, after the program,
appeared to have a preferred frequency and duration for the practice of the spiritual
disciplines. After the program, the majority of the participants practiced each spiritual
discipline once a week, and each time for fifteen to thirty minutes.
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A final aspect that might have an impact on the participants' leadership
competencies and spiritual disciplines was the length of the program. One participant
commented that not enough time had passed to determine whether the program
contributed to his or her growth in leadership. His or her exact words were, "Too early to
tell." The same participant also reported that he or she had not grown much in the
practice of the spiritual disciplines. The participants who reported growth in the spiritual
disciplines generally reported corresponding growth in their leadership. What was
surprising was the extent in which the selected respondents were able to observe the
changes in the leadership competence of the participants.
Summary
This study produced some major findings:
1 . The spiritual leadership program produced noticeable changes in the
participants' practice of the spiritual disciplines.
2. The spiritual leadership program produced observable changes in the
leadership competence of the participants.
3. Six months was adequate to produce changes in the participants' practice
of the spiritual disciphnes and leadership competence.
4. The spiritual leadership program helped the participants to increase in the
practices of the disciplines that were previously lacking. The frequency and duration
spent on the disciplines previously practiced remained unchanged or was reduced.
5. The spiritual leadership program helped the participants to be more
attentive to God and his leading.
6. The spiritual leadership program helped the participants to have an
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increased attentiveness and desire to listen to other people.
7. The systematic approach to the spiritual disciplines helped the participants
to better practice the disciplines.
8. After the program, many of the participants generally practiced the
spiritual disciplines once a week, each time for fifteen to thirty minutes.
The following chapter discusses the observations, implications, limitations, and
recommendations of these findings in greater detail.
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CHAPTER 5
CONCLUSIONS
Observations
The limited purpose of this study sought to reduce the divide between spiritual
formation and leadership development. The efficacy of the use of spiritual disciplines to
develop leadership competencies in pastors was a step toward the bridging of this divide.
Sixteen pastors were put through a six-month spiritual leadership program that
taught them the leadership competencies of vision, communication, team ministry,
empowerment, and conflict leadership in relation to the practice of the spiritual
disciplines of meditation, silence, solitude, prayer, and self-examination.
The theological foundations in Chapter 1 and the literature review in Chapter 2
demonstrate that though spirituality and leadership development are integrally connected,
few writers have bridged the divide. Chapter 2 details the bridging of the divide by
connecting the practice of a specific spiritual discipline and a leadership competence.
Spiritual leaders are better able to discern the vision for their life and ministry when they
are better able to hear God's voice in the Scriptures through the practice of meditating on
Scripture. Specifically in this study, the practice adopted in meditating on Scripture is the
age-old practice of lectio divina. Effective communication requires one to know when
one should speak and when one should be silent. Spiritual leaders must also be able to
speak what God wants spoken. The practice of silence brings freedom from the need for
words enabling spiritual leaders to listen and speak at the right time in the right way with
the right words to the right people. Team ministry is best exercised when spiritual leaders
are free from the compulsion to manipulate people for their own ends. The discipline of
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solitude releases spiritual leaders from the need of others to fulfil their own needs.
Spiritual leaders are able to empower others when they recognize that the power they
have comes from God alone. The practice of prayer reminds spiritual leaders of the origin
of all power and frees them from the selfish manipulation of power and also the fear of
empowerment. The recognition and acknowledgment of one's part in a conflict often
leads to the resolution of the conflict. The discipline of self-examination leads spiritual
leaders through this self-reflection to enable them to lead through the conflict.
This study produced some major findings.
The Impact on the Spiritual Disciplines
The increased frequency and duration in the participants' practice of the spiritual
disciplines suggest that the spiritual leadership program made an impact on their spiritual
disciplines. The findings demonstrate that the participants increased in their practice of
the spiritual disciplines of silence, solitude, and self-examination. Though the discipline
of meditation appeared to have been negatively impacted by the program, decreasing in
both the frequency and duration of practice, the participants reported a deeper experience
in their practice. The discipline of prayer remained, for the most part, unaffected by the
program.
Meditation. The program apparently reduced the frequency and duration in the
participants' practice of the discipline of meditation. One possible explanation for this
decrease might be that the participants had a poorer appreciation of the discipline after
the program. This explanation is unlikely because the participants expressed greater
appreciation for the discipline after the program. Moreover, during the program, many of
the participants expressed a deeper appreciation and experience in practicing the
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discipline of meditation, especially in the practice of lectio divina.
The decrease in frequency and duration in the participants' practice of the
discipline of meditation was probably due to the limited time the participants had for the
practice of the spiritual disciplines. Prior to the program, all the participants practiced the
discipline of meditation at least once a week, and most of the participants practiced this
discipline for more than fifteen minutes. With the addition of new spiritual disciplines
into their lives and if the participants had a limited amount of time for their spiritual
disciphnes, the participants reduction in frequency and duration in practicing the
discipline of meditation would be expected.
Silence. Not only was the discipline of silence practiced more frequently for a
longer duration, the participants reported that the experience in the practice of this
discipline had become more meaningful. This more meaningful experience was not
primarily due to a better understanding of how to practice the discipline of silence.
Question 6 in the questionnaire completed by the participants that explored their
basic understanding of the exercise of the discipline of silence demonstrated no
noticeable change after the program. This consistency was not surprising because the
participants were pastors who probably had some teaching on the practice of silence prior
to the program. Therefore, the participants' significant experience from practicing this
discipline probably came from their increased frequency and duration in the practice of
the discipline of silence. As noted by the participants, the more structured approach in
practicing the discipline also contributed to the positive experience.
Solitude. After the program, the participants' practice of the discipline of solitude
generally increased in frequency and duration, though the percentage of participants who
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practiced the discipline every day decreased. The probable reason for this decrease is the
limited time the participants had in practicing all the spiritual disciplines.
Prayer. The lack of noticeable change in the participants" practice of the
discipline of prayer was not surprising as the participants appeared to be famihar and
regular in this discipline prior to the program. Moreover, being pastors, the participants
probably had a good appreciation and understanding of the practice of prayer prior to the
study.
The number of participants who indicated that they never had a prayer retreat
increased twofold. A possible explanation for the increase is the better understanding of
what a prayer retreat is. A better understanding might have led to a better appreciation of
the value of prayer retreats. The better appreciation was possibly indicated by the
noticeable increase in the number of participants who practiced silent retreats at least
once a month.
Self-examination. One reason for the increase in the participants' practice of self-
examination might be because they reached a better understanding of the practice. The
increase might also be due to having a better understanding of the terms surrounding self-
examination as a corresponding percentage of participants indicated before the program
that they were not familiar with the examination of consciousness and the examination of
conscience.
The improved understanding and greater practice of the discipline of self-
examination might have contributed to the large increase in the number of participants
who usually experienced forgiveness during their times of self-examination.
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The Impact on the Leadership Competencies
The spiritual leadership program made an impact on the leadership competencies
of the participants. The selected respondents believed that the participants grew in the
areas of vision, empowerment, and conflict leadership. The participants thought they had
grown in the competence of communication, while the selected respondents did not see
any improvements. The competence of team ministry registered almost no change as
perceived by both the selected respondents and the participants.
Vision. Chapter 2 notes the critical importance of vision to spiritual leadership.
Clearly the program contributed positively to the growth in the competence of vision
discernment in the participants. The reason for the growth of vision in the participants
was less definitive. The frequency and duration of the practice of the spiritual discipline
of meditation decreased after the program; nevertheless, the practice of the discipline of
meditation had become more meaningful to the participants.
Communication. The difference in the selected respondents' and the participants'
perception of the participants' growth in the competence of communication might
demonstrate one weakness in this study, as discussed later in greater detail. The time
period for the project was limited, which might have limited the selected respondents'
opportunities to see the participants' growth in leadership competence.
Team ministry and empowerment. After the program, the participants and
selected respondents agreed that the participants did not register growth in team ministry.
One possible reason for the little difference in the selected respondents' perception of the
participant's team ministry before and after the program was the participants' lack of
opportunity to lead teams. Most of the comments by the selected respondents described
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the participants as team members not team leaders. I had expected many of them to be
leading teams as all the participants served on multi-staff teams of varying sizes. Because
the participants were assistant pastors, the opportunity to lead a team might not have been
entirely within their control.
In contrast to the findings for team ministry, the selected respondents observed
notable growth in the participants' competence in empowerment. This growth suggests
that the participants were empowering the people in their ministry. The difference in the
data for empowerment and team ministry led to the hypothesis that the lack of growth in
team ministry was not due to the participants' lack of opportunity to lead teams. The
comments of the selected respondents also suggest that the participants were in positions
to lead others though they might not be in formal team arrangements.
Other possible reasons for the lack of change in the participants' team ministry
might be the limited time period for the project or that the program did not make an
impact on the competence of team ministry.
Conflict leadership. Though the program generally resulted in growth in conflict
leadership, two indicators of conflict leadership showed little or no change after the
program. The lack of change in these two indicators might be due to the selected
respondents' favorable disposition towards the participants. After all, the participants
chose the selected respondents.
Leadership competencies and spiritual disciplines. The growth in leadership
competencies was probably not a result of any other leadership training in which the
pastors had participated during the program. Most of the participants (80 percent) did not
attend any other leadership training during the period of the program.
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Not even one participant mentioned the teaching input on leadership
competencies in the program in response to any of the questions in the questionnaire,
suggesting that the teaching input was unlikely to be the cause of the growth in leadership
competencies of the participants. Such a conclusion is strengthened by noting that the
teaching input was also not mentioned in conversations during the program. The probable
reason why the teaching on leadership competencies did not have an impact on the
participants was their exposure to leadership training during the members-on-trial
sessions prior to the spiritual leadership program.
The growth of leadership competence was also not a result of other spiritual
disciplines practiced by the participants. Other than one participant who went for a
personal retreat with a spiritual director, the other 93 percent of the participants did not
add any other spiritual disciplines to their lives.
Though the growth in leadership competencies as a result of the natural maturing
of the participants is a possibility, the short six-month duration of the program mitigates
against this likelihood.
The findings show that the growth in leadership competencies was probably due
to the growth in the spiritual disciplines practiced by the participants. Though the
spiritual disciplines probably made a visible difference in the leadership competencies of
the participants, the correlation of a particular spiritual discipline with the proposed
leadership competence was not definitive. The noncorrelations between solitude and team
ministry, and prayer and empowerment thwarted a more decisive conclusion on the
correlation between any one spiritual discipline with a specific leadership competence.
At least three possibilities exist to explain the noncorrelation. One explanation
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was that no correlation exists between any specific spiritual discipline and a particular
leadership competence. Although 1 discussed in Chapter 2 that a specific spiritual
discipline is a suitable means to develop a particular leadership competence of a spiritual
leader, I also noted that the spiritual disciplines build on one another. For example, the
disciplines of silence, solitude, and self-examination are generally practiced with one
another. The isolation of any specific spiritual discipline for a particular leadership
competence would require further research and study.
The premise that solitude impacts team ministry and prayer impacts
empowerment might also have been flawed, leading to the findings of noncorrelation.
Because team ministry and empowerment are relatively new fields of study in leadership
literature, the correspondence of solitude and prayer on team ministry and empowerment
respectively might be reviewed with fresh insights on team ministry and empowerment.
A third explanation might lie in the length of the program. The relative short
duration of the program might not allow the impact of some of the spiritual disciplines on
the leadership competencies to be observable by the selected respondents. The short
duration to practice the spiritual disciplines might account for the different perceptions
between the participants and the selected respondents concerning the participants' growth
in communication competence.
Though the correlation of a spiritual discipline with a specific leadership
competence was not definitive, the impact of the spiritual disciplines on the leadership
competencies of the participants was evident. The five spiritual disciplines together
probably impacted the leadership competencies of the participants. Almost all the
participants expressed a deepening of their spiritual lives as a resuh of the program.
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Though some of the pastors indicated that some of the disciplines had a greater impact on
them, no specific discipline was singled out. Though the disciplines were taught
separately, the disciplines built on one another, a possibility noted in Chapter 2. The
obvious example of this interrelatedness is that silence and solitude often go together.
Other examples include meditation and self-examination, which would be difficult to
practice apart from times of solitude. Thus, one conclusion derived from this study was
that the practice of spiritual disciplines had a direct impact on the leadership competence
of the participants. This conclusion supports the proposition made by Banks and
Ledbetter that whatever impacts the inner life of the leader will touch the outer
expressions of the leader (55). In other words, leadership competence is related to the
spirituality of the leader. I previously discussed that some of the literature suggests that
improving the spirituality of leaders leads to their character growth and better leadership,
but few of these writers mention any direct relationship between spirituality and
leadership competence. Where the literature hints that a relationship exists between
spirituality and leadership competence, the divide between the two often remains
unbridged. This study has shown that spirituality and leadership competence are
interrelated such that growing the spirituality of leaders would probably improve their
leadership competence.
The Impact of a Six-Month Program
One of the surprising findings in this study was the impact on the observable
leadership competence of the participants. In designing the study, I had a maximum time
period to work in the Beeson International Leaders Program. From the third residency to
the final residency, 1 had a period of less than one year to edit my proposal, prepare, and
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conduct the spiritual leadership program, carry out and compile the pre-program and
post-program questionnaires, and complete the dissertation for submission.
With the time constraints in mind, I designed the spiritual leadership program to
be completed in six months. I also chose the period of six months to ensure that the
participants were still members-on-trial at the completion of the program; many of the
participants were elected to the office of elder soon after the completion of the program.
The intention was to reduce the variables that might have an effect on the findings.
Recognizing the possibility that the period of six months for the program might
not make a major impact on the leadership competence such that the selected respondents
would observe noteworthy changes, an attempt was made to identify the change in
leadership competence through the lens of the participants. The selected respondents'
observation of the minimal impact of the program on the leadership competencies of
communication and team ministry probably justified this concern.
Surprisingly, the selected respondents identified considerable changes to the other
leadership competencies of the participants. The selected respondents perceived changes
in at least three out of five leadership competencies: vision, empowerment, and conflict
leadership. The observable changes suggested that six months was adequate in
developing some of the competencies of spiritual leaders. Whether an extended program
time period would yield greater results or whether a shortened program period would still
yield similar results might be subjects for further research.
Practicing More Spiritual Disciplines
Though the participants were pastors, the number of spiritual disciplines they
practiced before the program was limited primarily to meditation and prayer. Relative to
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meditation and prayer, the pastors practiced the other disciplines in this study less
regularly. As a result of the program, most of the pastors increased their repertoire of
spiritual discipline practices.
The participants increased in their practices of the disciplines that were lacking in
their lives before the program. The lack in practicing some of the spiritual disciplines
before the program might be due to a variety of reasons:
� Lack of knowledge of the discipline: Many of the participants did not
understand the different components in the discipline of self-examination. During the
program, some of the participants said that the practice of lectio divina was new to them.
� Time pressures and distraction: As a pastor myself, I found that the
pressure of many responsibilities either crowded out or distracted me from my practice of
the spiritual disciplines. In conversations with the participants, they articulated the same
challenges.
� Lack of accountability: The program provided an accountability dynamic
to the participants' practice of the spiritual disciplines. Each participant was a member of
a group to whom they were accountable for the practice of the discipline studied in a
particular lesson. The accountability might have helped the participants be more diligent
in practicing all the disciplines.
� Lack of structure: Some of the participants commented that the systematic
and structured approach to the spiritual disciplines helped them to weave the disciplines
into their lives. The discussion on this finding continues below.
The probable reasons why the frequency and duration in practicing some of the
disciplines remained unchanged or was reduced after the program are discussed below.
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Increased Attentiveness to God and People
Many of the participants felt that the competence of communication, in particular
the discipline to listen, was the most improved aspect in their lives. People often call
upon the participants, being preachers, to speak rather than to hsten. Preaching was a
weekly activity of the participants. The participants' practice of the discipline of silence
cultivated the habit of listening which might have been a timely and critical reminder in
their lives.
The practice of listening translated into increased attentiveness to God and to
other people. In the fast-paced society of Singapore where people who listen attentively
are sought out, the change in the participants' attentiveness might have improved the
selected respondents' perception of the participants' leadership competence.
This increased attentiveness of the participants might have enhanced the
competencies of empowerment, and conflict leadership. Moreover, the competency of
vision would certainly leap forward when the participants were more attentive to God.
The vision of the participants would also be clearer when they were more prepared to
listen to other people through whom God might be delivering the vision.
Systematic Approach to the Spiritual Disciplines
The program in providing a systematic and structured approach to the spiritual
disciplines helped the participants in their practice of the disciplines. Hence, the
participants were not only more consistent in their practice of the disciplines, they were
also able to practice them in a more intentional and deliberate way.
Limited Time to Practice the Spiritual Disciplines
The number of participants who practiced the disciplines of meditation and
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solitude every day decreased after the program. The same number of participants
practiced self-examination every day before and after the program. After the program, the
majority of the participants practiced the spiritual disciplines once a week, each time for
fifteen to thirty minutes; including some participants who reduced their duration from
more than thirty minutes.
The decrease in everyday practice and the change in the duration when practicing
the disciplines suggest that the participants had a limit to the amount of time for their
practice of the spiritual disciplines. With the practice of new disciplines and the added
duration spent on some of the disciplines, the participants' limited time might have
constrained or even reduced the frequency and duration in practicing some of the
disciplines.
The limited time might "be due to the participants' not seeing the spiritual
disciplines as more important than some of the other activities in which they were
involved. Unwillingness to set aside more time might be another reason for the limited
time. The comments by the participants, however, suggested that they saw the importance
of the spiritual disciplines in their life and ministry. Some participants even expressed
that without the closer relationship with God through the disciplines, their ministry would
be ineffective. Thus, the limited time was more likely due to the busyness of the
participants in ministry and with their families. The demands on the participants' time by
their ministry in the local church and the Annual Conference as well as by their families
were often points of discussion during training sessions before and during the program.
One implication of this finding was that the number of disciplines introduced in
the study might be a factor influencing the extent of the participants' practice of the
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spiritual disciplines.
Implications
In my ministry context, the development of leadership competence was primarily
restricted to teaching the skills required in the competence. For example, the development
of communication would include training in understanding the communication process
and the skills of listening. My Christian community appeared to agree with many of the
writers mentioned in this study that improving the spirituality of the leader would
improve the character of the leader. The same community appeared to be oblivious to the
impact of the growth of the leader's spirituality on leadership competence.
This study suggests that the growth of the leader's spirituality is an integral part of
developing the competence of the leader. The practice of spiritual disciplines contributes
to both the growth of character and competence in the leader. Hence, future discussions
on leadership competence must include the part played by spirituality on that
competence.
As pointed out throughout this study, the interrelatedness of spirituality and
leadership competence is not a field of study that had been well researched. Many more
studies on the correlation between spiritual disciplines and leadership competence might
be undertaken. Some suggestions include the following.
A study on the impact of one particular discipline on a number of leadership
competencies might clarify whether the individual spiritual discipline or the disciplines
practiced as a collective whole made a difference in the leader's competence. Such a
study might also suggest which spiritual discipline has the greatest impact on leadership
competence.
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The study might also be expanded to include other disciplines and other
leadership competencies. A variant of such a study might reveal an optimum number of
spiritual disciplines for the development of leadership competence. Since the participants
appeared to have limited time for the practice of the spiritual disciplines, such a study
might determine the number and type of spiritual disciplines necessary for effective
leadership. If an optimum number and type of spiritual disciplines for effective leadership
exist, many leaders might be set free from the pressure and guilt of not practicing every
single spiritual discipline promoted in the Christian community. Conversely, the
challenge for many leaders is to practice more disciplines and hence reap the reward of
greater competence in leadership.
The study might be enlarged to include participants who are not pastors.
Participants who are not pastors might have a different body of knowledge and practice
that provides a different starting point for the spiritual leadership program. The impact of
the program might then contribute to the nature of leadership development beyond the
walls of the church. Such a program might not only be a great evangelistic tool but also
propel the church to the forefront of leadership development in the marketplace.
Unexpected Observations
The major unexpected finding was that the participants appeared to have a limited
amount of time available for practicing the spiritual disciplines. Another unexpected
observation was that every spiritual discipline need not be practiced every day for the
spiritual vitality of the participants. The findings indicate that the participants reduced
their everyday practice of a number of the spiritual disciplines to at least once a week.
The reduced frequency in practicing the disciplines did not appear to affect either the
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leadership competence or the spirituahty of the participants. The added disciphnes and
their greater regularity of practice might have helped the participants grow in spirituality
despite the reduction of everyday practice of one or more disciplines. This finding goes
against conventional wisdom that one must practice some of the spiritual disciplines
every day.
Limitations
The two primary limitations in this study were the time period of the program and
the number of participants.
If the time period for the study was longer, the spiritual leadership program could
be in two parts. The first part would focus on helping the participants understand the
leadership competencies covered in the program. After the participants had practiced the
competencies for a time period, they could come together for the second part that focused
on helping the participants practice the spiritual disciplines covered in the program.
Besides the pre-program and post-program questionnaires, an additional questionnaire is
required in between the two parts. Conducting the spiritual leadership program in this
way might further isolate the elements that contributed to the growth in leadership
competence of the participants. A control group who completed the leadership
competence component but not the spiritual disciplines component of the program might
enhance the findings.
The administration of the post-program questionnaire some months later instead
of just one month after the end of the program might yield a couple of advantages. Such a
delay addresses the possible weaknesses in this study. The delay in carrying out the post-
program questionnaire might give the participants sufficient time to practice all the
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disciplines learnt in the program. The delay might also give more time for the selected
respondents to observe the participants' growth in certain leadership competencies.
The final question in the post-program questionnaire of the participant might have
been more specific. Instead of asking an open-ended question of how the program had
impacted the participants' spiritual disciplines and leadership competencies, the question
could ask the participants to express how each spiritual discipline made a difference in
their leadership competencies. The open-ended question in this study avoided suggesting
that the spiritual disciplines influenced the participants' growth in leadership
competencies. The cultural context, however, suggests that a more specific question
might yield more detailed responses and provide more data on the relationship between
the spiritual disciplines and leadership competencies.
The choice to conduct the study on members-on-trial also limited the time period
for the program. Extending the program for a longer period of time was not possible as
the members-on-trial who completed their probationary period must leave the cohort. The
time period I had in the Beeson program coincided with the time period I had with the
members-on-trial.
The choice of the members-on-trial as participants of the program also limited the
number of participants. The program could be conducted for a larger number of people.
Nevertheless, care must be exercised in ensuring the relative homogeneity of the
participants like what I had in the study. Increasing the number of participants in the
study does not mean having a class of hundreds taking the spiritual leadership program
together. The preferred approach to increasing the number of participants is to conduct
many classes of a size like that in this study. My experience in conducting the program
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revealed that the relatively small number of participants provided a more conducive and
manageable environment in learning, especially in the practice of the spiritual disciplines.
The choice of the selected respondents might have influenced the data received.
The participants were more likely to choose respondents who were favorably disposed
toward the participants. A more random selection of respondents might provide an even
more objective perception of the participants.
In administering the questionnaires, a plan that tracks the development of each
participant while ensuring anonymity might yield more data on how the participants are
developing in their spiritual disciplines and leadership competence. A plan to ensure that
the returned questionnaires are from the same participant could have been put in place.
For example, the sixteen pre-program questionnaires could be numbered. The
questionnaire is randomly distributed to the participants. After the program, the
participants could choose the corresponding numbered post-program questionnaire.
Alternatively, the participants could be randomly given both the numbered questionnaires
in two separate sealed envelopes at the start of the program. At the appropriate time, the
participants complete and return the questionnaires. The same methods could be used in
the selected respondents' questionnaires.
If a plan could be devised to also correlate the selected respondents to the
participants, that could provide even more data on the impact of the participants' spiritual
disciplines on observable leadership competencies. The challenge in such a plan would
be to assure confidentiality to the selected respondents so that they would give candid
responses in the questionnaires. Most lay people are not inclined to communicate
anything negative about their pastors, thereby compounding the challenge. Additionally,
Kow 143
Asians are usually reticent to speak negatively of another person in person or in print.
This reticence probably accounts for the skewed distribution of data received from the
selected respondents.
The discussion in Chapter 2 noted that the spiritual disciplines build on one
another. Hence, the isolation of any particular discipline on a leadership competence was
difficult to achieve in the relatively short time in this study.
Recommendations
Leadership training is often divided into two parts: skills training and
development of one's spirituality. This study suggests that the development of one's
spirituality is an integral part of developing the skills of a leader. Therefore, trainers in
leadership would do well to incorporate spiritual formation as an integral part of
leadership development. Skills' as well as spiritual disciplines should be a part of any
lesson on leadership competence.
Because developing one's spirituahty is a function of time and discipline,
leadership training must consider how to enable the participants in the training to imbibe
the spiritual disciplines into the fabric of their lives and ministry. A leadership training
conducted over just a few days would require greater creativity as compared to a
leadership training spanning a few months in inculcating the habit of practicing the
spiritual disciphnes in the participants' hves.
Pastors should undergo a spiritual leadership program on a regular basis. The
demands and challenges of ministry often crowd out the regular and intentional practice
of the spiritual disciplines in a pastor's life. A spiritual leadership program might rekindle
the practice of the disciplines and thus enhance the leadership competence of the pastor.
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This study also impacts the teaching of the pastors. Because of the conclusions
from this study, pastors should desist on insisting that their parishioners practice every
spiritual discipline every day. This study suggests that pastors should add a few more
disciplines to their usual practices of Scripture reading and prayer. Similarly, parishioners
might benefit from the addition of a few more disciplines to their usual practices of
Scripture and prayer. Moreover, the parishioners, imitating their pastors, do not need to
practice all the disciplines every day. The parishioners should be encouraged to practice
the disciplines at least once a week with increasing duration. Like the participants in this
study, giving the parishioners a systematic and structured approach to the disciplines
might help them practice the disciplines more regularly.
The practice of the discipline of self-examination provided a platform in which
the participants experienced the forgiveness of God. This finding suggests a means to
help parishioners not to merely cognitively know the forgiveness of God but to
experience this forgiveness in their lives. Hence, pastors should consider making the
discipline of self-examination an integral part of discipling their parishioners.
Postscript
This study was inspired by my personal experience and observation. Though the
study did not ascertain the one to one correlation of a spiritual discipline with a
leadership competence, I was gratified to see the impact of the spiritual disciplines on the
competence of a leader.
As a result of this study, my approach to leadership development has changed. I
continue to endeavor to raise the leadership skill levels of the lay people and pastors 1
train. At the same time. I am incorporating the practice of the spiritual disciplines into the
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training content and curriculum.
I am also more determined to inculcate the spiritual disciplines into my life as I
desire to be the kind of spiritual leader exemplified by Paul: Spirit-filled and competent.
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APPENDIX A
THE SPIRITUAL LEADERSHIP PROGRAM OUTLINES
Session 1 : Introduction and Spiritual Leadership
Session 2: Vision and Meditation
Session 3: Communication and Silence
Session 4: Team Ministry and Solitude
Session 5: Empowerment and Prayer
Session 6: Conflict Leadership and Self-examination
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SESSION 1
INTRODUCTION AND SPIRITUAL LEADERSHIP
A. SESSION INTRODUCTION
1. OVERVIEW
B. SPIRITUAL LEADERSHIP
1. SPIRITUAL LEADERSHIP ACCORDING TO PAUL
1.1. Introduction
1.2. The Call to Spiritual Leadership
1.3. Leadership in the Spirit
1.4. Cruciform Leadership
1.5. The Character of a Spiritual Leader
1 .6. The Competence of a Spiritual Leader
a. Paul the visionary
b. Paul the communicator
c. Paul the strategist
1.7. The Community of a Spiritual Leader
1.8. Concluding Remarks
2. SPIRITUAL LEADERSHIP ACCORDING TO YOU
2.1. Group Exercise
3. SPIRITUAL LEADERSHIP TODAY
C. THE SPIRITUAL LEADERSHIP PROGRAM
1. OBJECTIVE
2. COMMON TERMS USED
a. Spiritual leadership
b. Spiritual formation
c. Spiritual disciplines
d. Leadership competencies
3. SCHEDULE
3. 1 . General outline of each session
3.2. In-between sessions
D. SESSION CONCLUSION
1. PREPARING FOR THE NEXT SESSION
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SESSION 2
VISION AND MEDITATION
A. SESSION INTRODUCTION
1. REVIEW OF PREVIOUS SESSION
2. OVERVIEW
B. VISION
1. INTRODUCTION
2. WHAT IS VISION?
2.1. Vision is...
2.2. Three Analogies of Vision
3. THE BENEFITS OF VISION
4. WHERE DOES VISION COME FROM?
5. VISION AND THE COMMUNITY OF THE LEADER
C. MEDITATION
1. INTRODUCTION
2. LECTIO DIVINA
3. EXERCISE IN LECTIO DIVINA
D. SESSION CONCLUSION
1. INCARNATION
1.1. Exercise: Action plan
2. PREPARING FOR THE NEXT SESSION
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SESSION 3
COMMUNICATION AND SILENCE
A. SESSION INTRODUCTION
1. REVIEW OF PREVIOUS SESSION
2. OVERVIEW
B. COMMUNICATION
1. INTRODUCTION
2. RELEVANT COMMUNICATION
2.1. Aspects of relevant communication
2.2. Communication mistakes
2.3. Toward relevant communication
a. Understand the hearer's world
b. Enter the hearer's world
c. Bring the message to bear upon the hearer's world
3. COMMUNICATING THE VISION
3.1. Key questions to vision communication
3.2. Ways to communicate the vision to others
C. SILENCE
1. INTRODUCTION
2. SILENCE AND COMMUNICATION
3. PRACTICING THE DISCIPLINE OF SILENCE
4. EXERCISE IN SILENCE
D. SESSION CONCLUSION
1. INCARNATION
1.1. Exercise: Action plan
2. PREPARING FOR THE NEXT SESSION
SESSION 4
TEAM MINISTRY AND SOLITUDE
A. SESSION INTRODUCTION
1. REVIEW OF PREVIOUS SESSION
2. OVERVIEW
B. TEAM MINISTRY
1. INTRODUCTION
2. WHAT IS A TEAM?
3. SELECTING YOUR TEAM
3.L Character
3.2. Competence
3.3. Community
4. BUILDING YOUR TEAM
C. SOLITUDE
L INTRODUCTION
2. WHAT IS SOLITUDE?
2. L Sohtude is a place where we find God
2.2. Solitude is a place where we find ourselves
2.3. Solitude is more than a place
3. OBSTACLES TO SOLITUDE
3.1. Space
3.2. Technology
4. SOLITUDE AND TEAM MINISTRY
4. 1 . Freedom from self-seeking leadership
4.2. Freedom from addicted leadership
5. PRACTICING THE DISCIPLINE OF SOLITUDE
5.1. Identify your sacred space and time
5.2. Some helpful hints to practicing the disciphne of solitude
5.3. There is still more
6. EXERCISE IN SILENCE
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D. SESSION CONCLUSION
1. INCARNATION
1.1. Exercise: Action plan
2. PREPARING FOR THE NEXT SESSION
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SESSION 5
EMPOWERMENT AND PRAYER
A. SESSION INTRODUCTION
1. REVIEW OF PREVIOUS SESSION
2. OVERVIEW
B. EMPOWERMENT
1. INTRODUCTION
2. STEPS TO EMPOWERMENT
2.1. Delegation
2.2. Equipping
a. Defining Equipping
b. The How of Equipping
2.3. Development
a. The difference between equipping and development
b. The Don'ts of development
c. The Dos of development
3. ENVIRONMENTS THAT EMPOWER
4. BARRIERS TO EMPOWERMENT
C. PRAYER
1. INTRODUCTION
2. SPECIFIC PRAYERS
2.1. Simple Prayer
2.2. Prayer of Relinquishment
3. PRAYER AND EMPOWERMENT
3.1. From an environment of grace to environments of grace
3.2. Relinquishment leads to the freedom of empowerment
4. PRACTICING THE DISCIPLINE OF PRAYER
5. EXERCISE IN PRAYER
D. SESSION CONCLUSION
1. INCARNATION
L L Exercise: Action plan
2. PREPARING FOR THE NEXT SESSION
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SESSION 6
CONFLICT LEADERSHIP AND EXAMEN
A. SESSION INTRODUCTION
1. REVIEW OF PREVIOUS SESSION
2. OVERVIEW
B. CONFLICT LEADERSHIP
1. INTRODUCTION
2. CONFLICT LEADERSHIP
C. EXAMEN
1. CONFLICT LEADERSHIP AND EXAMEN
2. THE EXAMEN OF CONSCIOUSNESS
3. THE EXAMEN OF CONSCIENCE
4. PRACTICING THE DISCIPLINE OF EXAMEN
5. EXERCISE IN EXAMEN
D. SESSION CONCLUSION
1. INCARNATION
l.L Exercise: Action plan
2. PREPARING FOR THE QUESTIONNAIRE
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APPENDIX B
PRE-PROGRAM SPIRITUAL DISCIPLINES QUESTIONNAIRE
Instructions:
This survey is designed to self-assess your current practice of spiritual disciplines. The
entire survey generally takes 15-20 minutes to complete. No attempt will be made to
identify you from the responses below. As you consider each of these items, please circle
the letter that represents your most appropriate response. Thank you for participating.
On an average:
I . How often do you practice the discipline of meditation?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
2. How much time do you spend reading the Bible?
a. Less than 15 minutes a day
b. 15 30 minutes a day
c. More than 30 but less than 60 minutes a day
d. More than an hour a day. Please specify:
e. None of the above. Please specify:
3. How much time do you spend meditating on Scripture?
a. Less than 15 minutes a day
b. 15 - 30 minutes a day
c. More than 30 but less than 60 minutes a day
d. More than an hour a day. Please specify: _
e. None of the above. Please specify:
4. How often do you practice the discipline of silence?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
5. How much time do you spend when you practice the discipline of silence?
a. Less than 15 minutes
b. 15-30 minute
c. More than 30 but less than 60 minutes
d. More than an hour. Please specify:
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6. During my times of silence (circle all responses that apply):
a. I am usually by myself.
b. My communication devices (e.g., handphones, computers, PDAs) are
switched off.
c. 1 am acutely aware of the sounds around me.
d. I am usually more sensitive to the voice of God.
e. Others. Please specify:
7. How often do you practice the discipline of solitude?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
8. How much time do you spend when you practice the discipline of solitude?
a. Less than 15 minutes
b. 15-30 minutes
c. More than 30 but less than 60 minutes
d. More than an hour. Please specify:
9. During my times of solitude (circle all responses that apply):
a. I practice the discipline of silence at the same time.
b. I spend the time talking to God.
c. I read the Bible.
d. Others. Please specify:
10. How much time do you spend in prayer?
a. Less than 15 minutes a day
b. 15 30 minutes a day
c. More than 30 but less than 60 minutes a day
d. More than an hour a day. Please specify:
e. None of the above. Please specify:
1 1 . Besides your daily prayer, how often do you go on a prayer retreat?
a. Never had one
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
1 2. How often are you energized after a time of prayer?
a. Never
b. Occasionally
c. Regularly
d. Always
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13. How often do you practice the disciphne of self-examination?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
14. What forms of self-examination do you practice? (circle all responses that apply):
a. The examination of consciousness
b. The examination of conscience
c. I am not familiar with the examination of consciousness
d. I am not familiar with the examination of conscience
e. Others. Please specify/describe:
15. During my times of self-examination (circle all responses that apply):
a. I identify God's presence in the experiences of my life.
b. I name my failures before God.
c. 1 usually experience forgiveness.
d. Others. Please specify:
Please use additional sheets of paper if the space is insufficient.
16. Describe your experience, if any, in practicing the spiritual disciplines of
meditation, silence, solitude, prayer, and self-examination.
If you have since given up or hardly engage in the practice, why?
Meditation
Silence
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Solitude
Prayer
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Self-Examination
Were there other spiritual disciplines you have been practicing in the last 3
months? If yes, what were they and describe your experience in practicing these
spiritual disciplines:
Please remember to return the completed questionnaire by <date> in the stamped,
self-addressed return envelope provided.
THANK YOU
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APPENDIX C
POST-PROGRAM SPIRITUAL DISCIPLINES QUESTIONNAIRE
Instructions:
This survey is designed to self-assess your current practice of spiritual disciplines. The
entire survey generally takes 20-30 minutes to complete. No attempt will be made to
identify you from the responses below. As you consider each of these items, please circle
the letter that represents your most appropriate response. Thank you for participating.
On an average:
1 . How often do you practice the discipline of meditation?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
2. How much time do you spend reading the Bible?
a. Less than 15 minutes a day
b. 15-30 minutes a day
c. More than 30 but less than 60 minutes a day
d. More than an hour a day. Please specify:
e. None of the above. Please specify:
3. How much time do you spend meditating on Scripture?
a. Less than 15 minutes a day
b. 15-30 minutes a day
c. More than 30 but less than 60 minutes a day
d. More than an hour a day. Please specify:
e. None of the above. Please specify:
4. How often do you practice the discipline of silence?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
5. How much time do you spend when you practice the discipline of silence?
a. Less than 15 minutes
b. 15 -30 minute
c. More than 30 but less than 60 minutes
d. More than an hour. Please specify:
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During my times of silence (circle all responses that apply):
a. I am usually by myself.
b. My communication devices (e.g., handphones, computers, PDAs) are
switched off.
c. I am acutely aware of the sounds around me.
d. I am usually more sensitive to the voice of God.
e. Others. Please specify:
How often do you practice the discipline of solitude?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
How much time do you spend when you practice the discipline of solitude?
a. Less than 15 minutes
b. 15-30 minutes
c. More than 30 but less than 60 minutes
d. More than an hour. Please specify:
During my times of solitude (circle all responses that apply):
a. I practice the discipline of silence at the same time.
b. I spend the time talking to God.
c. I read the Bible.
d. Others. Please specify:
How much time do you spend in prayer?
a. Less than 15 minutes a day
b. 15 30 minutes a day
c. More than 30 but less than 60 minutes a day
d. More than an hour a day. Please specify:
e. None of the above. Please specify:
Besides your daily prayer, how often do you go on a prayer retreat?
a. Never had one
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
How often are you energized after a time of prayer?
a. Never
b. Occasionally
c. Regularly
d. Always
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13. How often do you practice the discipline of self-examination?
a. Every day
b. At least once a week
c. At least once a month
d. None of the above. Please specify:
14. What forms of self-examination do you practice? (circle all responses that apply):
a. The examination of consciousness
b. The examination of conscience
c. I am not familiar with the examination of consciousness.
d. 1 am not familiar with the examination of conscience.
e. Others. Please specify/describe:
15. During my times of self-examination (circle all responses that apply):
a. I identify God's presence in the experiences of my life.
b. I name my failures before God.
c. I usually experience forgiveness.
d. Others. Please specify:
Please use additional sheets of paper if the space is insufficient.
16. Describe how you have grown in the practice of the spiritual disciplines since you
started on the spiritual leadership program:
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Describe how you have grown in your competence in leadership since you started
on the spiritual leadership program:
How has the spiritual leadership program contributed to your growth in
leadership?
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19. Were there other spiritual disciplines that you began practicing after the start of
the spiritual leadership program? If yes, what were they and describe your
experience in practicing these spiritual disciplines:
20. Did you attend any other leadership development programs after the start of the
spiritual leadership program? If yes, what were they and describe how they
contributed to the development of your competency in leadership:
Please remember to return the completed questionnaire by <date> in the stamped,
self-addressed return envelope provided.
THANK YOU
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APPENDIX D
PRE-PROGRAM LEADERSHIP COMPETENCIES QUESTIONNAIRE
This survey is designed to assess the competency in leadership of the pastor. The entire
survey generally takes 15-20 minutes to complete. No attempt will be made to identify
you from the answers below. We recognize the subjective nature and interpretation of the
items listed below. We ask that you answer each in a way that reflects your current best
understanding of the item and your honest appraisal of the pastor.
Instructions:
Using the scale provided below, please circle the number beside each statement which
most nearly corresponds with your assessment of that aspect of your pastor.
1 =Strongly Agree 2=Agree 3=Somewhat Agree 4=Disagree 5=Strongly Disagree
Thank you for participating.
1. The pastor has a clear sense of vision. 1 2 3 4 5
2. The pastor has the ability to communicate. 1 2 3 4 5
3. The pastor practices team ministry. 1 2 3 4 5
4. The pastor empowers others for ministry. 12 3 4 5
5. The pastor handles interpersonal conflict well. 1 2 3 4 5
6. 1 know what the vision of the pastor is. 12 3 4 5
7. 1 am often persuaded by what the pastor says. 1 2 3 4 5
8. 1 like serving together with the pastor. 1 2 3 4 5
9. The pastor gives the authority with
the responsibility he/she assigns to others. 1 2 3 4 5
10. 1 feel that I have been treated by the pastor
fairly even when we disagree with each other. 1 2 3 4 5
1 1 . Others are clear about
where the pastor is leading them. 1 2 3 4 5
12. Most people can understand what the pastor says. 1 2 3 4 5
13. Most people enjoy working with the pastor. 1 2 3 4 5
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14. Most people feel that
the pastor is supporting them in their ministry.
15. The pastor does not have to always get his/her own way.
16. The pastor's vision is
demonstrated in his/her life and actions.
17. The pastor knows when to speak and when to be silent.
18. The teams that the pastor is leading are very united.
19. The pastor's team members feel
that they are being developed to their full potential.
2 3 4 5
2 3 4 5
2 3 4 5
2
2
2
2
3
3
3
3
4
4
4
4
5
5
5
520. Most conflicts are resolved when the pastor intervenes.
Please use additional sheets of paper if the space is insufficient.
2 1 . Describe your perception of your pastor in the following leadership competencies:
Vision
Communication
Team Ministry
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Empowerment
Conflict Resolution/Management
Please remember to return the completed questionnaire by <date> in the stamped,
self-addressed return envelope provided.
THANK YOU
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APPENDIX E
POST-PROGRAM LEADERSHIP COMPETENCIES QUESTIONNAIRE
This survey is designed to assess the competency in leadership of the pastor. The entire
survey generally takes 15-20 minutes to complete. No attempt wiU be made to identify
you from the answers below. We recognize the subjective nature and interpretation of the
items listed below. We ask that you answer each in a way that reflects your current best
understanding of the item and your honest appraisal of the pastor.
Instructions:
Using the scale provided below, please circle the number beside each statement which
most nearly corresponds with your assessment of that aspect of your pastor.
l=Strongly Agree 2=Agree 3=Somewhat Agree 4=Disagree 5=Strongly Disagree
Thank you for participating.
1. The pastor has a clear sense of vision. 1 2 3 4 5
2. The pastor has the abihty to communicate. 1 2 3 4 5
3. The pastor practices team ministry.
4. The pastor empowers others for ministry.
5. The pastor handles interpersonal conflict well.
7. 1 am often persuaded by what the pastor says.
8. 1 like serving together with the pastor.
9. The pastor gives the authority with
the responsibility he/she assigns to others.
10. 1 feel that I have been treated by the pastor
fairly even when we disagree with each other.
1 1 . Others are clear about
where the pastor is leading them
12. Most people can understand what the pastor says.
13. Most people enjoy working with the pastor.
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
6. 1 know what the vision of the pastor is. 1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
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14. Most people feel that
the pastor is supporting them in their ministry.
15. The pastor does not have to always get his/her own way.
16. The pastor's vision is
demonstrated in his/her life and actions.
17. The pastor knows when to speak and when to be silent.
1 8. The teams that the pastor is leading are very united.
19. The pastor's team members feel
that they are being developed to their full potential.
20. Most conflicts are resolved when the pastor intervenes.
Please use additional sheets of paper if the space is insufficient.
21 . Describe the changes in the following areas, if any, you see in the pastor and his
or her ministry as a result of having completed the spiritual leadership program:
Vision
Communication
Team Ministry
Empowerment
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Conflict Resolution/Management
Others
Please remember to return the completed questionnaire by <date> in the stamped,
self-addressed return envelope provided.
THANK YOU
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APPENDIX F
PRE-PROGRAM COVER LETTER TO PARTICIPANTS
Dear <Participant's name>
Thank you for participating in the Spiritual Leadership Program that is a
component part of your training as a Member-on-Trial. The Spiritual Leadership
Program is also the project for my dissertation in fulfillment of the requirements
of the Doctor ofMinistry program that I am pursuing at Asbury Theological
Seminary.
To evaluate the efficacy of the Program, you will be asked to complete two brief
questionnaires before and after the Program. The pre-Program questionnaire is
enclosed.
Your responses to the questionnaires will be confidential; no individual will be
identified with his or her responses. The responses will not be used in anyway to
decide your pastoral appointment nor your candidacy for ordination.
Your response is very important to the success of the evaluation of the Program.
The results of the evaluation will also determine the viability of the Program in
training future Members-on-Trial.
Completing the questionnaire should require no more than 20 minutes. I very
much appreciate your completing and returning the enclosed questionnaire by
<date> in the enclosed, stamped, self-addressed return envelope.
Serving Christ together with you
Shih Ming
End.
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APPENDIX G
REFERENCE LETTER TO PARTICIPANTS
Dear Member-on-Trial
Thank you for participating in the Spiritual Leadership Program conducted by
Rev Kow Shih Ming as part of your on-going development as a pastor. The
Spiritual Leadership Program is also the dissertation project in fulfillment of the
requirements of the Doctor ofMinistry program that Shih Ming is pursuing at
Asbury Theological Seminary.
To evaluate the efficacy of the Program, you will be asked to complete two brief
questionnaires before and after the Program. Please be assured that your responses
to the questionnaires will not be used in anyway to decide your pastoral
appointment nor your candidacy for ordination. They will be information known
only to Shih Ming, and his supervisors at Asbury.
Your full participation in the Program is very important. Please render your full
co-operation to Shih Ming as it may determine a critical component in the future
training of pastors in our Annual Conference.
In His Service
President
Trinity Annual Conference
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APPENDIX H
POST-PROGRAM COVER LETTER TO PARTICIPANTS
Dear <Participant's name>
Congratulations! You have completed the Spiritual Leadership Program that was
a component part of your training as a Member-on-Trial. Thank you for your
faithful and eager participation in the learning process.
To evaluate the efficacy of the Program, you are requested to complete the
enclosed post-Program questionnaire. Your response is very important to the
Success of the evaluation of the Program. The results of the evaluation will also
determine the viability of the Program in training future Members-on-Trial.
Your responses to the questionnaire will be confidential; no individual will be
identified with his or her responses. The responses will not be used in anyway to
decide your pastoral appointment nor your candidacy for ordination.
Completing the questionnaire should require no more than 20-30 minutes. I very
much appreciate your completing and returning the enclosed questionnaire by
<date> in the enclosed, stamped, self-addressed return envelope.
Serving Christ together with you
Shih Ming
End.
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APPENDIX I
PRE-PROGRAM COVER LETTER TO
PARTICIPANTS' SELECTED RESPONDENTS
Dear fellow servant in Christ
Greetings in the Name of our Lord Jesus Christ!
I am enrolled in a Doctor ofMinistry program at Asbury Theological Seminary.
As part of the requirements of the program, I have a dissertation project to
complete. My project is a Spiritual Leadership Program that uses the spiritual
disciplines in leadership development.
Your pastor, <name>, in <his/her> desire to be a growing pastor is a participant in
the Program. To evaluate the efficacy of the Program on your pastor, there is a
need to obtain feedback on your pastor before and after the Program.
You have been identified by your pastor to give this feedback. I am confident that
you were chosen to give feedback because of <his/her> trust and confidence in
your love and candidness.
You are requested to complete the enclosed pre-Program questionnaire before the
pastor begins the Program. A similar questionnaire will be sent to you on
completion of the Program.
Your responses to the questionnaires will be confidential; no individual will be
identified with his or her responses. The responses will not be used in anyway to
decide your pastor's appointment nor <his/her> candidacy for ordination.
Your response is very important to the success of the Program. Additionally, it
will determine the viability of the Program in training future pastors.
Completing the questionnaire should require no more than 20 minutes. I very
much appreciate your completing and returning the questionnaire by <date> in the
enclosed, stamped, self-addressed return envelope.
Serving Christ together with you
Rev Kow Shih Ming
Copy: Program participant
End.
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APPENDIX J
REFERENCE LETTER TO
PARTICIPANTS' SELECTED RESPONDENTS
Dear fellow servant in Christ
Your pastor is participating in the Spiritual Leadership Program conducted by
Rev Kow Shih Ming as part of his or her on-going development. The Spiritual
Leadership Program is also the dissertation project in fulfillment of the
requirements of the Doctor ofMinistry program that Shih Ming is pursuing at
Asbury Theological Seminary.
To evaluate the efficacy of the Program, you will be asked to complete two brief
questionnaires before and after the Program. Please be assured that your responses
to the questionnaires will not be used in anyway to decide your pastor's pastoral
appointment or candidacy for ordination. They are information known only to
Shih Ming, and his supervisors at Asbury.
Please render your full co-operation to Shih Ming as we continue to improve the
development process of our pastors.
In His Service
President
Trinity Annual Conference
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APPENDIX K
POST-PROGRAM COVER LETTER TO
PARTICIPANTS' SELECTED RESPONDENTS
Dear fellow servant in Christ
Greetings in the Name of our Lord Jesus Christ!
Great news! Your pastor has faithfully completed the Spiritual Leadership
Program.
You may recall that 1 am enrolled in a Doctor ofMinistry program at Asbury
Theological Seminary. As part of the requirements of the program, I have a
dissertation project to complete. My project is a Spiritual Leadership Program that
uses the spiritual disciplines in leadership development.
Your pastor, <name>, in <his/her> desire to be a growing pastor was a participant
in the Program. To evaluate the efficacy of the Program on your pastor, there is a
need to obtain feedback on your pastor before and after the Program.
You have been identified by your pastor to give this feedback. I am confident that
you were chosen to give feedback because of <his/her> trust and confidence in
your love and candidness.
You are requested to complete the enclosed post-Program questionnaire.
Your responses to the questionnaires will be confidential; no individual will be
identified with his or her responses. The responses will not be used in anyway to
decide your pastor's appointment nor <his/her> candidacy for ordination.
Your response is very important to the success of the Program. Additionally, it
will determine the viability of the Program in training future pastors.
Completing the questionnaire should require no more than 20 minutes. I very
much appreciate your completing and returning the questionnaire by <date> in the
enclosed, stamped, self-addressed return envelope.
Serving Christ together with you
Rev Kow Shih Ming
Copy: Program participant
End.
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